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INTRODUCTION 
Our present society and social climate is marked by civil unrest, increased 
violence, threats of terrorism, rising naxal menace, rapes, gang warfare, riots and 
communal violence. As the 21~` Century emerges around the hectic world of police 
officers so do a new culmination of emotional hazards and stressors. Honorable Prime 
Minister of India once pointed out that policing in India has become increasingly 
complex over the years. He further added that social tension, religious disputes, 
drawing economic disparities and regional, linguistic and ethnic difference have long 
been major challenges to effective policing (The Hindu, 27th Aug. 2010). Gaines and 
Genneir (1983) pointed out that police officers are now into increased and unique job 
stressors due to constant exposure to societies, interpersonal violence, and extreme 
psychological separations from the police, extreme community pressures and 
subservience to a watchful public administrative demands and physical hazards from 
work demands. 
This all do not happen in India only, but following the violent acts world over 
police organization have been under increasing demands to hire trained and qualified 
police officers. Attrition of qualified police officers have been identified as a major 
challenge facing police administration (Gittinger, 1984; Harris & Baldwin, 1999). 
Police organization represents the most complex social structure known today because 
of its dynamic and multi-level phenomenon. But the Indian police suffer with a number 
of organizational paradoxes, procedural anomalies, personnel shortcomings and 
deviances which have impinged upon their performance, functioning, efficiency, image 
and public relations. This is to say that the functional image of police in India is not 
satisfactory. The demand for high organizational performance is increasing day by day 
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and employees are supposed to perform multi-tasks, acquire new knowledge and skills 
and work independently to meet job demands, thereby, large number of employees' are 
experiencing excessive pressure. The climate of an organization refers to those aspects 
of the environment that are consciously perceived by organizational members 
(Armstrong, 2003). Therefore, organizational climate is an important predictor of 
organizational success. Many organizations, however, struggle to cultivate the climate 
they need to succeed and retain their most highly efficient employees. Hence, making a 
positive climate change in organization is the core fundamental step to beginning to 
create a great work place. Thus, when employees' perceive a higher degree of co-
operative atmosphere inside the organization, they will be more likely to perform their 
duties effectively and also build up the interactive relationships with the other 
organization members. As, the success of any organization including police 
organization depends for a large part on its officers working attitude, therefore, it is 
important and necessary that the employees' must be identified with their work and this 
depends on a good organizational climate so that they may adjust in the organization 
along with the society. It has been observed that along with organization role, human 
behavior plays a significant role in maximizing organizational effectiveness, regardless 
of technological development, and this maximum effectiveness requires higher degree 
of employees' adjustment and work identification. Hence, employees need to give their 
best performance and organization in return must strive to create a work environment in 
which employees can thrive. Organizational success should be shared and the 
organizational failures, unless they are deliberated, must be viewed as problems to he 
corrected rather than as the fault of the employees' to be identified, blamed and 
punished, because neither superiors nor employees can legitimately fix the blame or 
take the credit for life inside the organization. In short, the relationship between the 
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organizations and its employees' is however, interdependent in nature (Kerego and 
Mthupha, 1997). The present endeavor was proposed to study employees' adjustment 
and work identification in relation to their organizational climate. But before moving 
towards these concepts, it was imperative to define and briefly discuss the key term of 
the present study, i.e., police (public police and private security personnel). 
Indian civilization is one of the most ancient civilizations of the world, and so 
are its various systems and sub-systems. Accordingly, the Indian police has a long past 
and has reached its present state passing through social, political and cultural 
vicissitude. The existing police system in India appears to be unique and peculiar 
amalgam of various features of ancient Mughal and British police and policing systems. 
The present police system structurally and functionally owes its existence to the various 
acts and enactments promulgated by the colonial rulers. The Indian police act, 1891 is 
the basic foundation of the present day Indian police. 
Police plays a pivotal role in our society. The police are a constituted body of 
persons empowered by the state to enforce the law, whose primary function is 
prevention and detection of crime, and to protect property, life and reduce civil 
disorder. Their powers include the legitimized use of force. The term is most 
commonly associated with police services of a state that are authorized to exercise the 
police power of that state within a defined legal or territorial area of responsibilities. 
The word police are derived from Latin word `Politic' which literally stands for 
the condition of a "polis or state". In the past it referred to as a system of governance or 
administration but now it indicates an organized body of civil officers engaged in the 
preservation of law and order, detection of crime, bringing peace and harmony in the 
society by enforcement of laws. According to encyclopedia International, police arc 
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agents charged with enforcing the law and maintaining order. Singh and Singh (2009) 
pointed out that police duties include crime detection, apprehension, arrests of criminal, 
patrolling, right control and traffic regulation but now the police force have to perform 
many more auxiliary functions such as giving securities of VIP's, security of various 
celebrities and discharging their duties during emergencies. Very recently the central 
government and many state governments have agreed to lower down or decrease the 
number of police engaged in VIP security in order to deploy them to other purposes. 
The police force has a responsibility for maintaining overall law and order and for this 
purpose it also gathers information about what is happening in and around the 
community it serves. They are there as the law enforcers to make sure that everyone, 
including the police force itself, follow the law at every step. 
Police force is also known by alternative names such as constabulary, 
gendarmerie, police department, police service, crime prevention, protective services, 
law enforcement agencies and civil guard. Members may refer to as police officers, 
troopers, sheriffs, constables, rangers, peace officers, and militia. 
Each state and union territory of India has a state police force; headed director 
general of police or by the commissioner of police and each state police force also 
maintains its own armed police force (known variously as the provincial armed 
constabulary, special police and armed police who are responsible for emergencies and 
crowd control issues. The armed constabulary does not usually come into contract with 
the general public unless they are assigned to VIP duty or to maintain order during 
fairs, festivals, big events, elections, religious processions and natural disaster or 
calamities. In the present study, public and private security personnel have been taken. 
Now the question is if we have police to protect us then why the need of private 
security arises. The simple answer is that there is that there is a very big ratio gap 
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between government force and the population of India. It means we have less police to 
deal with the existing crime as well as to take care of such a huge population from 
security point of view as a whole, i.e., All India — 174 police personnel per lakh 
population (Lok Sabha Unstarred question No. 90, 13c' March, 2012 and Lok Sabha 
Unstated Question no. 1092, March 20, 2012.). 
One of the earliest recorded examples of private security forces being utilized 
dates back to the thirteenth century B.C. Egyptian Pharaoh Ramses the II hired Nubians 
(popularly known as Medjai), Libyans, Syrians, and Sherdens (form Sardinia) to 
compliment Egyptian's own military and security forces. This established practice 
continued and evolved in ancient Rome where the wealthy hired private security 
personnel (usually consisting of soldiers who hired themselves out between military 
campaigns) to protect their families and property. Around four hundred A.D., during 
the Byzantine Empire, the emperors contracted foreigners for their own personal 
security, forming the Varangion Guard. Private security flourished during the middle 
Ages both in Western Europe and Asia. In China and Japan the elite classes utilized 
private security to protect themselves and their property from the encroaching Mongol 
Hordes. Italian and Chinese warlords procured private security to guard their bases and 
fight in military campaigns. Onec this started happening on a regular basis the private 
soldiers in these areas began to form structured private organizations. 
Private security is today a dire need. In fact the private security industry is one 
of the largest employment providers, worldwide. World-over, the Governments by 
themselves, are unable to protect their citizens against crimes and calamities. They 
simply do not have the numbers needed to protect every factory, every hospital, every 
educational institution, residential colonies, every highway, and least of all, every 
citizen. In this situation, people and organizations had realized the worth of a private 
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security and thus using the professionals from a private security company to ensure 
safety as a whole. At present various private security agencies are operating in India. 
These agencies have not received the status and legal aspects. Even though the various 
organizations and public are taking their services because either central government or 
state government are unable to fulfill the requirement and demands of time, the private 
security officers work for every kind of business (sometimes on house and sometimes 
for private security firms) and perform a variety of jobs, depending on what they are 
protecting and how they need to protect it. 
From the ongoing discussion it is very clear that why the need of private security 
is very loud. Everyone has the right to maintain their lifestyle without fear of any 
intruder who would harm you and your family and can also destroy your property. 
Moving towards private security in Fremont is peace of mind nowadays and moreover 
you are always able to depend on private security company which is always there when 
you need them, that is why the current society is taking the services of a private 
security company so ensure their safety and well-being. 
ADJUSTMENT 
In the present research endeavor adjustment has been taken as dependent 
variable. The problem of adjustment has become so vital in our complex and civilized 
society that not only psychologists but other social scientists have turned their deep 
concern and interest to understand the term. Now the problem is a matter of wide 
spread concern that thousands of articles are coming up on it. The complex structure 
and functioning of our society has proved to be too taxing for individuals of adjustive 
capacities to meet the demands of the society. Various behavioral disorders are 
increasing day by day and now it is challenging work for psychologists and others 
social scientists. Almost fifty years back Kaplan (1959) observes: "mental disorders are 
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the number one public health problem of the nation. They affect more people and more 
families than any other single disorder, and evidence indicates that maladjusted 
individuals are being produced at a faster rate than facilities to take care of them can be 
provided". This prediction of Kaplan is very much true and prevalent even in the 
modem age. 
Historically, the concept of adjustment (adaptation) was biological and was the 
cornerstone of Darwin's theory of evolution (Darwin, 1959). Darwin maintained that 
only those organisms survive that are best fitted to adapt to the hazards of the ever-
changing physical environment. He propounded the theory of "survival of the fittest" 
into the continue struggle going on among different living beings. The behavior of 
organism can correctly be described as reactions to a variety of demands or pressures 
that are brought to bear upon them in their environment. A great deal of human 
behavior can be explained in terms of human action as adaptation to various kinds of 
physical demands and also to psychological demands that emerge in the interactional 
process with other persons in the society. The biologically originated concept of 
adaptation was borrowed by psychologists and renamed as adjustment because they are 
primarily more concerned with psychological adjustment than physical adaptation of 
human beings in society. Human behavior is interpreted as adjustment to demands 
which are basically psychological and influence the personality development of human 
beings to a great extent. The psychological demand to which a person makes 
adjustment may be external or internal as there is a large number of internal and 
external demands that arise in the course of his life and require adjustment. 
In the field of adjustment psychology, ranging from child through adolescent to 
gerontology and also including abnormal and clinical psychology, the term 
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`adjustment' has been used synonymously with different connotations. Varying 
emphases are brought out as follows: 
Adjustment as adaptation: The term adjustment is synonymous, apparently, with a 
slight change in connotation, of term adaptation. The term adaptation has been replaced 
by `adjustment' which now stands for psychological survival in which the social 
scientists are more interested, i.e., the subject of their interest in individuals' adjustment 
to social or inter-personal pressure and not only adaptation to physical word, (Lazarus, 
1961). The basic difference between adaptation and adjustment is that the process of 
adjustment is more complex than adaptation. So the complex process of adjustment 
cannot be fitted into the simple concept of adaptation because of individual differences 
and complex environment in which he/she survives. The second important difference 
between adjustment and adaptation is adjustive behavior and adaptive behavior. 
Adjustive behavior has been differentiated from adaptive behavior on the basis of 
`tension-reduction'. Adaptive behavior is basically concerned with the immediate 
reduction of tension, whereas adjustive behavior is the result of long term satisfaction 
achieved. Kalpan (1965) gave very remarkable remarks, "people may persist for years 
in adaptive behavior which brings immediate rewards but does not contribute to long-
satisfaction. They have little tolerance for emotional stress and use any available means 
to secure relief. On the other hand, the adjusted person is capable of delaying
immediate relief of anxiety in favor of behavior patterns which build towards more 
constructive and lasting rewards". 
Adjustment as Normality; The second term which has taken synonymous to 
adjustment is normality. The term normal means conformity to a particular norm or 
standard which is not concerned with value judgments. Hence, anybody who deviates 
from the established or set norm/norms of the society, state, or country is taken to be a 
sign of abnormality and ultimately a sign of maladjustment. This seems to be improper 
explanation because norms are not universally accepted. A person who is normal, as 
evaluated against statistical criterion, may not always be well adjusted. If, it has been 
found that to quarrel with one's wife is a statistically normal behavior in a certain 
culture (Schneiders, 1965), quarrelsome behavior should be considered as well adjusted 
behavior. Hence, any behavior which is normal statistically cannot be necessarily taken 
to be well adjusted behavior; its social, moral and psychological aspects are also to be 
considered. However, if the norm is derived from the criteria of adequate behavior, and 
not only from what most of the people are, or do, normality can be taken as good 
adjustment. 
Adjustment as conformity: The second concept which is used synonymously to 
adjustment is conformity. Some people believe that to adjust means to conform. But 
conformity is only one kind of adjustment, one kind of interactions; and the quality of 
adjustment it produces depends on circumstances. People generally, take good 
adjustment to be passive conformity to the demands of environment. That means, a 
conformist is generally considered to be a well-adjusted person. On the other hand the 
individual is considered to be mal-adjusted person. On the other hand the individual is 
considered to be a well-adjusted if he deviates from the immediate behavior/norm even 
if his deviated action may bring some change in the society which may lead to its 
welfare. In this way conformity may be considered as one of the criteria of good 
adjustment. Conformity is only one form of adjustment not used as synonymous to 
adjustment whether the adjustment achieved by conforming behavior is good or bad 
depends on the circumstances, conditions under which it takes place. This can be more 
clearly understood by the example cited by Lehner and Kube (1955), as a person 
confirms to the wishes of his parents in deciding about particular job for him. But this 
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conformity takes place as he thinks that the wishes of his parents correspond to his own 
wishes and abilities. Naturally, this conformity to the wishes of his parents will lead to 
satisfaction. On the other hand, If he accepts the decision of his parents in selecting a 
particular job under compulsion, as he thinks that their desires do not correspond to his 
own desires and abilities, the conformity may have bring dissatisfaction in him and may 
damage his self-esteem. The conformity takes place in both good and bad 
circumstances, but in one case the quality of adjustment is good whereas in other 
condition it is bad. In the opinion of Torgerson and Adams (1954), "to a psychologist, 
adjustment implies not mere conformity but a harmonious relationship between the 
individual and his present environment. 
Adjustment as mastery: Some psychologists hold that one's efficient ability to plan 
and organize the pattem of behavior automatically removes conflicts, difficulties 
and frustrations. His needs and emotions are compatible to each other. A man who 
has got mastery over his habits, drives, impulses and emotions tackles satisfactorily 
different people, situations and events, "if the need for mastery is completely or for 
the most part frustrated over a long period of time, the individual will inevitably 
become maladjusted", (Carroll, 1951 ). Such a conception about adjustment process 
is partial explanation only as far as a single reaction of mastery towards frustrations or 
disequilibrium is proposed. In the nature of things it is multiplicity and plasticity of 
reactions or habitual reactions to frustrations that assure a dynamic adjustment, 
because in the final analysis a single mode of reaction (mastery) may not always 
prove to be adjustive. 
MEANING AND NATURE OF ADJUSTMENT 
The psychological meaning of adjustment can be discussed in terms of needs. 
Internally these needs have to do with homeostasis and externally there is the need of 
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avoiding pain and other negative influences. These needs may be satisfied by 
interaction with environment. The question of adjustment arises only when there are 
certain demands or requirements that must be complied or when there arise certain 
difficulties, conflicts or frustrations that must be resolved in one way or the other. 
Such demands are difficulties that come ap frequently in our daily lives. Some key 
ideas in understanding adjustment are motive, frustration, conflict, anxiety, defense 
and ways of learning. The term adjustment has been defined differently by different 
thinkers in their own respective ways. According to Warren (1934) "Adjustment 
relates to any operation an organism organ becomes more favorably related to the 
environment and the entire outrun environmental and internal". According to James 
Drever (1952) "Adjustment means the modification or compensation to meet special 
conditions". According to Crow and Crow (1956) an individual wholesome or to the 
extent that he has established relationship between himself and the conditions, 
situation and persons who compose his physical and social environment. Carter V 
Good (1959) viewed "Adjustment is the process of finding and adopting modes of 
behavior suitable to the environment or change in the environment". Coleman (1960) 
suggested three criteria for effective adjustment: (i) the behavior of the individual 
meets the objective requirements of the situation, (ii) an individual's behavior 
satisfies his overall needs and (iii) the behavior of the individual is compatible with 
the welfare of the group. Mathews (1960) asserted that a successful adjustment 
consist of man's freedom "to join his fellow man in a loving, creative and productive 
way". According to Shaffer (1961) "Adjustment is a process by which a living 
organism maintains a balance between its need and the circumstances that influence 
the satisfaction of these need". Haas (1965) defines adjustment as "the ability to get 
along with others". This is based upon having the necessary skills to fit ourselves in 
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with others and respond as desired by those with whom we associate. Boring (1966) 
viewed adjustment "as a process by which living organism maintains balance 
between its needs and the circumstances that influence the satisfaction of needs". 
According to Lazarus (1976) "Adjustment consists of psychological process by 
means of which the individual manages to cope with various demands and pressure of 
life". Symonds (1978) stated that "the psychological meaning of adjustment process 
consists of the efforts of an organism to overcome frustration in achieving satisfaction 
of a need". 
The mental hygienists take a more personal view of the adjustment process 
and consider it to be the need for persons adjusting to him, understanding his strength 
and limitations, facing reality and achieving a harmony within him (Kaplan, 1965). 
They put emphasis on the achievement of self-acceptance, freedom from internal 
conflicts, self-realization and developing unifying set of values which make life 
purposeful and meaningful. 
Social aspect of adjustment requires that the individual should achieve a 
reasonable compromise between his drive for self-realization and the demand of the 
society in which lie lives. He should establish a satisfying contact with the other 
members of his group. His outlook on life should be socially oriented. 
Clinical psychologists consider an organized behavior to be adjusted behavior 
and, therefore, freedom from fears, phobias, anxiety, obsessions, hostilities, 
complexes, stress and other pathological symptoms, are the criteria against which 
adjustment can be evaluated. 
The counselors, while dealing with a maladjusted individual, try to bridge the 
gap between the real-self and the ideal-self of the client. It means that maladjustment 
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is taken to be a state of cleavage between the real-self and the ideal-self. Actually the 
client is made to understand his real self, so that he may adjust himself effectively. 
Personality psychologists define adjustment on the basis of self-concept and 
self-picture of the individual which should be in accord with reality. "Adjustment is 
the process of meeting life's problems and is personality and the self-concept aspect 
of personality inaction" (Glanz & Walston, 1958). We may define the self-concept as 
the total psychological view that the individual has of himself in relation to the 
environment, or it is an organization of self-meaning or ways of seeking self (Combs 
and Snygg, 1956). 
Some psychologists have taken adjustment from quite a different angle and 
defined it in terms of integration of separate responses or acts, `large unit of behavior 
in which separate acts or responses are joined or integrated are called adjustment" 
(Asher, Tiffin & Knight, 1953). 
It is evident from the above discussion that the process of adjustment is multi-
dimensional and this is the reason behind the disagreement among different behavior 
scientists. But most of the psychologists agree, to the extent, and that is, defining 
adjustment in terms of achieving a balance between internal demands and the 
requirements of the environment, or between internal psychological forces and 
external conditions. 
We are constantly attempting to adjust or fit in environmental elements to 
meet our needs and interests. At the same time we are engaged in the process of 
adjusting ourselves, our attitude and behavior to meet satisfactorily the demands 
made upon us by our personal problems and our social relationships. Both processes 
viz., adjustment of environment and adjustment to self-constitute are the bases of 
personality development. From birth onward the individual is concerned consciously 
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or unconsciously with making whatever positive changes are needed, within and 
outside himself that will provide for him personal satisfaction and socially acceptable 
patterns of behavior. The extent to which an individual is able to achieve successful 
life adjustment depends on two things, i.e. (a) the environmental stimuli to which he 
is successively exposed during his life span, especially during his childhood and 
adolescent years, and (b) his inherited and acquired power to make whatever changes 
within himself that shall serve as the bases of constructive thinking, feeling and 
doing. On the other hand poor environmental conditions and deficient potentiality are 
more than likely to encourage the development of maladjustments and that can be 
harmful both to the individual himself and to those other persons whose Lives are 
affected by his demonstrated attitudes and behavior. For all practical purposes, 
however, adjustment is taken to be a process and not as a condition (Symonds, 1946; 
Madiagan, 1962; Coleman, 1960; Lazarus, 1961; Schneiders, 1965; Kaplan, 1965; 
Gordon, 1963; Rammers and Gage, 1955). Coleman (1960) pointed out, "The process 
by which an organism attempts to meet the demands placed upon it by its own nature 
and by its environment". This aspect of adjustment has been also emphasized by 
Schneiders (1965) as he says that "we can define it most simply as a process 
involving both mental and behavioral responses, by which an individual strives to 
cope with inner needs, tensions, frustrations and conflicts and to bring harmony 
between these inner demands and those imposed upon him by the world in which he 
lives". While considering adjustment as a process, we are interested in the ways the 
individual modifies or inhibits his internal impulses or alters the environmental 
demands to eliminate the conflicts (Lazarus, 1961). 
During the process of adjustment, an individual is confronted with two factors 
i.e. environmental demands, and needs and motives to be satisfied. There is always a 
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conflict between these two forces which call forth adjustive process. And that 
behavior has been considered adjustive behavior which makes a compromise between 
these two forces and helps the individual in achieving harmonious, stable and 
satisfying relationship with his environment. Madigan (1962) says "if the conflicts 
are resolved to satisfy the individuals' needs within the tenets approved by the 
society, the individual is considered adjusted". Besides, adjustment also requires a 
harmonious inter-relationship within the individual of his various behavioral 
tendencies. The function of adjustment is to bring about a stable equilibrium among 
the various components of external and internal situations. 
Thus there are two points of view concerning the process of human 
adjustment. According to one point of view, an individual is personally responsible 
for his attitudes and behaviors in all areas of his life relationships. Emphasis is placed 
on the individuals' ability to chart his course of action; he is, "master of his fate". 
Proponents of other school of thought claim that an individual's beliefs, attitudes, and 
general pattern of adjustment at any time are determined to a great extent by the 
effects on his developing personality of his previous experiences and his present 
environmental influences. An individuals' degree of successful life adjustment 
probably is closely related to past experiences, environmental influences, and 
personal strengths. An individual possess the power to select, and to, apply to himself 
the environmental elements and the experiences that may seem to him to be best 
suited to satisfactory adjustment. At the same time, however, the operation in a 
person's life of scientifically evolved principles of cause and effect can't be 
disregarded. Smith (1961) suggested that good adjustment leads to general 
satisfaction of the whole person rather than the satisfaction of an intense drive at the 
expense of others. Besides this, a well-adjusted person always considers his long 
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interest and not simply the satisfaction of one intense drive. This type of adjustment is 
both realistic and satisfying. 
At this point of discussion it seems relevant to evaluate maladaptive reactions 
in its form. The persons who have developed unhealthy reaction patterns find it 
difficult to adjust effectively either with the internal or external demands. Their 
behavior becomes disturbing to themselves and to the society as well as to the 
organization in which they work. The neurotics, psychotics, and psychopaths, 
however, all have attempted at making an adjustment with the internal and external 
demands, but they have not considered their unhealthy impact on their personality 
and society. It is also noticed that abnormals have their own adjustment patterns and 
have developed some symptoms which help them in avoiding more dangerous and 
anxiety provoking situations. In simple term their adjusted behavior patterns are not 
smooth, constructive and reality oriented, rather they are referred to maladjusted 
reactions. Maladjusted reactions may appear whenever the individual finds the 
situation beyond his control and existing mobilizing capacity. He may be threatened 
by his incompetence in handling the situation in effectively arising out of biological, 
socio-cultural and psychological stress. Sometimes the individual may adjust under 
severe stress. Policing is such a job which puts such demands on its personnel which 
leads to stress. There may be a lot of reasons which will be discussed in the fourth 
coming chapter, but it is a reality that policing is ajob which demands to work under 
stress. The police personnel develop habit to work under such situation and such 
types of adjustment are referred to as negative adjustment as they are not smooth and 
easy going. 
The above description related to the adjustment can be summarized as: (a) 
adjustment is a process, (b) by this process the individual tries to bring harmonious, 
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stable and satisfying relationship with his environment, (c) by this process the 
individual tries to fulfill his needs and desires in accordance with environmental 
demands on the one hand, and satisfy his abilities and limitations on the other, (d) a 
good adjustment always aims at long-term satisfaction instead of satisfying an 
immediate intense need. 
But the basic question is that who are well adjusted and who are poorly 
adjusted individuals. It is not easy to demarcate between these two because the 
psychologists fail to provide scientific and objective criteria of healthy and un-healthy 
adjustments. Due to individual differences, it is also difficult to fix a criterion as an 
individual may be called adjusted at one time, but he may be maladjusted at another 
time in the same social situation and condition. He may be adjusted to one aspect of 
life but fails to handle another. There may be various reasons and factors which 
influence the adjustment of the individual. Criteria against which adjustment is 
evaluated either as good or bad based on its value systems. And this value system 
naturally differs from one culture to another. Some of the indices of good adjustment 
at present might become a sign of maladjustment in future. Hence, to the layperson, 
adjustment often represents a relatively vague belief that to achieve a desired 
condition/situation will result in successful adjustment. The trained persons 
recognized the fact that human beings of all ages constantly are in the process of 
adjusting to this or that condition/situation to interpersonal relationships. They 
recognize also that the form of the adjustment may or may not be conducive to the 
attainment of personal success or of social welfare. An individual's adjustment is 
adequate, wholesome, or healthful to the extent that he has established a harmonious 
relationship between himself and the conditions/situations, and persons who comprise 
his physical and social environment. An individual who is unable to surmount 
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obstacles in his path to achieve or who is rejected by the members of his group may 
become inadequately adjusted. Complete rejection or repeated failure to achieve is 
likely to be conducive maladjustment. I-Ience, an individual's pattern of behavior and 
attitudes generally represents his adjustment status. However, one or another 
characteristic attitude or form of behavior may constitute a significant factor of 
adjustment. Satisfactory adjustment includes personal and social value standards. 
Among the criteria that encompass the important components of adjusted behavior 
are the possession of (i) a wholesome outlook on life, (ii) realistic perception of life, 
(iii) emotional and social maturity, and (iv) a good balance between inner and outer 
forces that activate human behavior. 
To sum up, in very brief adjustment is the establishment of a satisfactory 
relationship either by adopting one's behavior to the demands of a situation or by 
changing the situation to meet one's personality demands. Life presents a continuous 
chain of struggle for existence and survivals and overcoming difficulties for making 
adjustments that starts from as an individual in one's family situation and this 
continuous process of adjustment advances educationally, pursues vocational outlets, 
and engages in social relationships. 
There are four broader areas of adjustment viz., family adjustment, educational 
adjustment, occupational adjustment, and social and community adjustment. 
The family is the basic unit of society, as it is the larger social group. The 
intimate relations that are inherent in home and family life may build up either closely 
knit loyalties or disrupting discords and that carries whole life. Educational institutions 
play a vital role in the process of adjustment through healthy education. A well 
balanced, forward-looking educational program is essential to the development of 
individual and group adjustment to personal and social demands, Job adjustment is 
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dependent upon job conditions, employees' attitudes, and degree of efficient healthy 
working conditions, intelligent and understanding supervision, pleasant employee 
relationships and adequate financial support are helpful in good adjustment. Social and 
community adjustment is another area of adjustment where participation in organized 
or informal group activity is a test of an individuals' power to adjust his own attitudes 
and interests to the interests, needs or rights of other people. 
After discussing the nature and meaning of adjustment, we found it important to 
discuss about concerned adjustment area of our research endeavor, i.e., employees' 
adjustment, which is given below: 
Employees' Adjustment 
An area of adjustment that may be a matter of grave concern to an individual is 
the degree of satisfaction he/she experiences in his/her work activities. The present time 
is regarded as the age of information technology where human beings behave like a 
machine demanding excessive work and speedy reactions and this would naturally pose 
a greater threat to the individuals' adjustive mechanisms and consequently to his/her 
mental health. When we talk about occupational/employees' adjustment, our police 
department is also included as it is far behind so far as modem technologies are 
concerned. Police officers are often recognized as heroes, but many people are unaware 
of the magnitude of the stress, anxiety, worries, and disturbed interpersonal relations 
with seniors, juniors, sub-ordinates as well as most importantly with their family they 
face. Although everyone faces stress while doing the job, but police stress is truly 
unlike other types of job stress. For years police has ranked among the top 5 most 
stressful occupations and this long term police stress can result in many physical and 
psychological disorder. Hence, mental illness is not confined to people admitted in 
hospitals, institutions, it also reaches into home, society and it can be found at the work 
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place. Thus, it is a common concern for the behavioral scientists in general that the 
problem of adjustment is of immense importance for all of us and they feel that police 
personnel must be helped in developing good home, health, social, emotional and other 
types of adjustments. If there is wrong with any aspect of adjustment of the police 
personnel they cannot perform their duties properly, effectively in spite of their best 
efforts. So, early detection of maladjustment will help the police personnel in achieving 
optimum level of performance and satisfaction. Therefore, in order to increase the 
success of an organization, it is important to monitor how well their employees are 
adjusting to their roles, responsibilities and the organization at large. Researchers have 
noted that role clarity, self-efficacy, social acceptance, and knowledge of organizational 
culture are particularly good indicators of well-adjusted employees. They are as 
follows: 
Role Clarity 
Role clarity describes a new employee's understanding of job responsibilities 
and organizational role. One of the goals of an organization is to aid employees in 
reducing ambiguity and uncertainty so that it is easier for them to got their jobs done 
correctly and efficiently. Not only does role clarity imply greater productivity, but it 
has also been linked to both job satisfaction and organizational commitment. 
Self-efficacy 
Self-efficacy is the degree to which employees feel capable of successfully 
completing their assigned job tasks by fulfilling their responsibilities. It makes logical 
sense that employees who feel as though they can get the job done would fare better 
than those who feel overwhelmed in their new positions, and unsurprisingly, 
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researchers have found that job satisfaction, organizational commitment, and turnover 
are all correlated with feeling of self-efficacy. 
Social Acceptance 
Social acceptance gives employees the support needed to be successful. While 
role clarity and self-efficacy are important in terms of the ability to meet the 
requirements of a job, the feelings of `fitting in' can do a lot for one's perception of 
work environment and have been demonstrated to increase commitment to an 
organization. If an employee feels well received by his or her peers, a personal 
investment in the organization develops, and leaving becomes less likely. 
Knowledge of organizational climate 
Knowledge of organizational climate refers to how well employees understand a 
company's value, goals, roles, norms and overall organizational environment. 
Knowledge of one's organizational culture, climate is important for the employee to 
adapt as it allows for social acceptance and aids in completing work tasks in a way that 
meets the organization's standards. As a result the overall knowledge of the 
organization's work environment has been linked to increase in satisfaction, adjustment 
and commitment. 
Thus, from an initial point of time, organizations should keep all these factors in 
their mind and strictly follow them because these factors are the base of employee's job 
attitude, as, employees' positive or negative job attitude are particularly important for 
an organization in a view to stay and or quit an organization. 
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MODELS OF ADJUSTMENT 
Why do some people adjust to their environment and others do not? What are 
the factors that make an individual adjusted or maladjusted? There are several theories 
and models describing the pattern of adjustment for answering such questions. These 
important models are discussed below in detail: 
The Moral Model: This model represents the oldest view-point about adjustment or 
maladjustment. According to this view, adjustment or maladjustment should be judged 
in terms of morality norms of expected behavior. Those who follow the norms are 
adjusted (virtuous or good people) and those who violate or do not follow these norms 
are maladjusted (sinners). Evil supernatural forces like demons, devils etc., were 
blamed for making one indulge in behavior against the norms (committing sins) while 
the religious gods, goddess and other saintly great souls were responsible for making 
one a happy, healthy, prosperous and pious person (adjusted in the modem sense). 
However, as the medical and biological sciences advanced with passage of time and at 
the same time I scientific reasoning gained a firm footing in the nineteenth century, the 
moral model was replaced by the medico-biological model. 
Medico-Biological Model: This model holds genetic, physiological and biochemical 
factors responsible for a person being adjusted or maladjusted to his self and his 
environment. According to this model maladjustment is the result of disease in the 
tissues of the body especially in the brain. Such disease can be the result of heredity or 
damage acquired during the course of a person's life by injury, infection or hormonal 
disruption arising from stress among other things.Some other researchers viewed that 
the correction of adjective failures or disorders requires correction of the tissue defected 
through physical therapies such as drugs and surgery. This model is still extant and 
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enjoys credibility for rooting out the causes of adjustive failure in terms of genetic 
influences, biochemical defect hypotheses and disease in the tissues of the body. 
However, it is not correct to assign physiological or organic causes to all maladapted 
and malfunctioning behavior especially when there is no evidence of physiological 
malfunction in such a situation. 
The Psychoanalytic Model: This model owes its origin to the theory of psychoanalysis 
propagated by Sigmund Freud (1938) and supported by other Neo-Freudian 
psychologists known as Adler and Jung. 
Freud identified three different parts of the mind based on our level of 
awareness such as: the conscious, the sub-conscious and the unconscious. The 
unconscious holds the key to our behavior. It decides the individual's adjustment and 
maladjustment to his self and to his environment. It contains all the repressed wishes, 
desires, feelings, drives and motives many of which are related to sex and aggression. 
One is adjusted or maladjusted to the degree, extent or the ways in which these are kept 
dormant or under control. According to Freud, man is a pleasure seeking animal by 
nature. He wants to seek pleasure and avoids pain or anything which is not in keeping 
with his pleasure loving nature, the social restrictions imposed by the members of 
society and his own moral standards dictated by his superego come in conflict with the 
undesignated and unbridled desires of his basic pleasure seeking nature. One remains 
adjusted to the extent that these are satisfied. An individual drifts towards 
malfunctioning of behavior and maladjustment in case such satisfaction is threatened or 
denied. 
Freud postulated the imaginary concepts of 'id', 'ego' and 'superego' for the 
adjustive and non- adjustive behavior patterns and formulated the following conclusion: 
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A person's behavior remains normal and in harmony with his self and his environment 
to the extent that his ego is able to maintain the balance between the evil desires of his 
id and the moral ethical standard dictated by his superego. In case the ego is not enough 
to exercise proper control over one's id and superego, malfunction of behavior would 
result. Two different situations could then arise: (i) if the superego dominates then there 
is no acceptable outlet for expression of the repressed wishes, impulses and appetites of 
the id. Such a situation may give birth to neurotic tendencies in the individual and (ii) if 
the id dominates then the individual pursues his unbridled pleasure seeking impulses, 
without care for the social and moral norms. In such a situation the individual may be 
seen to be engaged in unlawful or immoral activities resulting in maladaptive or 
delinquent behavior. 
EVALUATION OF THE EFFICACY OF ADJUSTMENT 
Apart from the process of adjustment, there are many dimensions or facets. Many 
approaches are used to evaluate its efficacy or quality. A review of various such 
approaches leads to the following analysis: 
1. Psychoanalytic approach: Psychoanalytic view-point establishes that human 
behavior, mental processes, and adjustment mechanisms are conditioned and 
determined by unconscious psychic factors like instinctual drives, repressed wishes and 
complexes. These factors forcefully demand a typical expression of human responses. 
Smooth and undisturbed functioning of the human personality proceeds only when 
there is harmony in pleasure and reality principle in the process of psychosexual 
development. "If pleasure does not become too dominating a force, if the ego achieves 
strength and security, if the id does not dominate the ego or the super-ego, if the 
relations between the ego and reality are adequate, if the super-ego does not become 
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overdeveloped, and if need gratification can be brought effectively into fine with the 
demands of reality and of the super-ego, then the organism should remain relatively 
free of damaging conflicts, symptom formation, or personality disturbances" 
(Schneiders, 1960 ). In the case of weakened ego and overdeveloped super-ego, 
impaired relations with reality, neurotic symptoms, guilt-proneness and 	neurotic 
conflicts develop, and the maladjustment results. Thus, the quality of adjustment will 
be good when everything goes well in the process of growing up, if there is any 
hindrance, poor adjustment will result. Thus the psycho-analytic view point leans 
heavily on the psychosexual developmental history of the individual and incorporates 
the socio-cultural and moral-ethical components through the concept of super-ego. 
2. Behavioristic approach: Behavioristic view - point establishes a different ground 
for judging the quality of adjustment in contrast to the psychoanalytic view-point. 
According to this view-point, personality is considered as an organized totality of habit 
and responses which are formed through the process of development training, and 
learning. In the course of development, simple repertoire of responses of infancy 
gradually expands by the mechanism of conditioning in meeting the demands of its 
own nature and that of environment. Schneiders (1960) states that "adjustment is a 
process of adapting acquired behavior responses to the needs of the moment; malad-
justment occurs when the habits formed are ill-suited to these requirements". Thus, it 
may be concluded that the behavioristic approach refers bad habits to those that are 
inefficient, poorly formed and not suited to the demands imposed on the organism. 
Proper training and conditioning are the secret of effective and good adjustment. This 
approach appears to equate all persons with respect to personality variable. 
3. Holistic approach: In contrast to the psychoanalytic and behavioristic points of 
view which are in pure form very extreme; psychologists view adjustment on the basis 
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of the scientific investigations and taking man as a whole. This approach eschews 
extremism and adopts corroborative and complimentary facts and principles from 
different schools assuming that human problems are muitiphasic and hence proper 
education requires interdisciplinary collaboration. Scientific investigation reveals about 
learning and conditioning, habit formation and personality development, conflicts and 
frustrations, needs and emotions which are baseline for the understanding of human 
adjustment. 
4. Medical approach: According to the medical approach the behavior of a mentally ill 
person may be considered symptomatic of an underlying psychological or 
nurophysiological condition. Such an individual exhibits maladjustment towards 
different situations. This approach regards mental illness as a disease analogous to 
physical disease. This approach emphasizes that the state of proper mental health brings 
harmonious relationships with environmental conditions and makes the individual 
psychologically and mentally well-equipped for healthy adjustment. 
5. Psycho-social approach: This view-point deplores the use of the term "mental 
illness". It believes that almost all of what we call mental disease or mental illness is 
simply maladaptive or maladjustive behavior (Adams, 1964; Szasz, 1960; Ullman & 
Krasner, 1965). All behavior patterns are eventually acknowledged to be largely social 
and cultural in origin. Unemployment, poverty, broken families, and poor housing are 
major causes of personality disturbance and emotional disorder. The employment, 
decent housing and equal social participation are the backbone of better quality of 
adjustment. All the proponents of this view-point hold that "we behave in certain way 
because we have learned to behave in this way. And if one way of behaving or 
adjusting is not satisfactory, we can unlearn it and learn better patterns to take their 
place (Arkoff, 1968). Mental illness represents simply `problems in living'. Thomas 
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Szasz (1960) writes that "our adversaries are not demons, witches, fate, or mental 
illness. We have no enemy whom we can fight, exorcise or dispel by 'cure'; but we do 
have our problems in living-whether these are biologic, economic, political, or socio-
psychological". 
In short, the various approaches discussed above represent the diversity of 
problems involved in the process of adjustment and no single approach is capable of 
accounting for all the complexities of adjustment. The psychoanalytic approach 
explains the intrinsic dynamics while the behavioristic and psychobiological (medical) 
and social approaches bring out the ecological variables of the same process. Thus, the 
psychological or holistic approach embracing relevant and contributory facts from 
different approaches appears, at the present level of knowledge, to be a more 
comprehensive and workable approach when we try to look at the dynamics of the 
problems of adjustment. 
WORK IDENTIFICATION 
Work is the most necessary activity one has to perform. The need to work is 
evident from the very appearance of human beings on earth. In the past they worked 
and strived for their basic needs to be fulfilled. Now work does not mean to fulfill one's 
basic needs, but also to bring economic rewards to individuals and to satisfy their 
numerous psychological needs. In the present day world `Job Life' has probably 
become the most significant form of life for the modern man. Enriched job life does not 
merely provide job satisfaction, but also contributes to heighten life satisfaction. Work 
is considered to be the potential source for developing purpose in life and thereby to 
enhance ability to excel the work is dependent on both employee's effectiveness and 
feedback from organizations. Organization gets modified by initiating change and 
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implementing new strategies and ideas that directly influence organizations. 
Identification of work comes from personal characteristics of individuals especially 
when there is link between personal characteristics of a person and the organization. 
Complementary fit exists when the compatibility between individual and work 
environment are well matched (Kristof-Brown, Zimmerman and Johnson, 2005). In 
comparison to complementary fit of organization Muchinsky and Monahan, 1987 had 
given supplementary fit in organization which comes when person and organization 
possess similar characteristics. 
At present, modem organizations are trying and adopting a number of strategies 
to attain the goal for achieving high level of organizational efficiency. Among these 
numerous strategies which have been observed from various sources that work 
identification seems to be one of the important phenomenon to develop and maintain 
employees motivation to use their skills, potentials and to develop efficiencies to meet 
out organizational objectives. The concept of work identification did not appear in the 
literature of psychology directly but is one of the components of job involvement (as 
the other components are Organizational Identification and Self Concept). Since Work 
Identification is similar to Job Involvement, it is important to give a description of Job 
Involvement prior to the discussion of the concept of work identification. 
At the time when researches on Job Satisfaction and Job Motivation, during 
1960's, were at the peak, the concept of Job-Involvement evolved. This concept 
attracted the attention of managers, psychologists, & academicians who considered Job 
Involvement crucial for work performance. For the first time a scale to measure Job-
Involvement was developed by Lodahl & Kejner in 1965. They contended that Job-
involvement is the internalization of values about goodness of work or the importance 
of work in the worth of person, & perhaps it thus measures the case with which the 
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person can be further socialized by an organization. Lodahl & Kejner have emphasized 
internalization of values. Here, we can say that value orientation towards work is 
learned in early stages of socialization. Lodahl (1964) has emphasized that during the 
socialization process certain work values are injected into the self of the individual that 
remains with him as he grows, in the form of attitudes toward job. Religious belief as 
well as socio-cultural aspects of group in which individual grows play crucial role in 
injecting work values in him. The group where everyone is working, forces other 
individuals to get socialized through identification with the norms of that group & 
subsequently he become committed and job involved. 
To explain the phenomenon of Job-Involvement, a number of definitions have 
been proposed. According to Lodahk & Kejner (1965) `the degree to which a person 
identifies psychologically with his work or the importance of work in his/her total self-
image is considered as Job-Involvement". It refers to the psychological investment in 
the job as a whole. Lawler & FIall (1970) defined Job-Involvement as referring to 
"psychological identification with one's work" as well as "the degree to which the job 
situation is central to person and his identity". 
The concept of identification was basically witnessed in Psychoanalytic 
theory. Freud (1949) described identification as "the endeavor to mold a person's own 
ego after the fashion of one that has been taken as a model". Most of the personality 
theories emphasize identification as a process to internalize social values during the 
process of socialization in childhood period (Sanford, 1955; Kagan, 1958 and Kalman, 
1958). According to Freudian view, children identify with their parents because of the 
influence that parents exert over the child's environment (Freud, 1949 and Kagan 
1958). It is indeed, true that childhood experiences play very vital role in shaping and 
mastering the environment but identification at work Domes from adult socialization 
process at work to which flea- Freudians have given much more importance. Caldwell 
et al., (1990), Hoffman and Woehr (2006), Lauver and Kristof- Brown, (2001) have 
contended that at every stage people evaluate their work and organizations in order to 
fulfill their needs through meeting the demands of work and when personal qualifies 
and skills allow individuals to meet organizational demand then most likely they are 
able to complete their assigned tasks more easily and quickly. 
Identity being a social construct stems from repeated interaction with others 
and when the individual interacts with others, gives importance to the organization it 
influences the job satisfaction and performance level also. Normally, we see a person 
engages in his/her job activities which do not mean that individual perceives job 
satisfaction. In regard to organizational identification it is necessary to take into 
account attitude of the person who is working in particular job, activities he possesses 
during socialization at the work place and many other things. According to Roe (1956) 
parents create particular psychological climate which can either satisfy or frustrate the 
needs of the child in the early childhood period. This childhood satisfaction or 
frustration will help to develop attitude of the person in every field including 
organizational field. According to padaki and Gandhi (1981) "Initial positive feeling 
for the job, amount of effort, early experiences on job laid foundation on work 
identification" and on global level this lay foundation of organizational identification. 
Organizational identification is a psychological attachment that occurs when members 
take key characteristics of organization as defining characteristics for themselves which 
becomes strength of bond between organization and its members. 
Organizational identification is considered to be relatively enduring state that 
reflects an individual's willingness to define or relate himself/ herself as a member of a 
particular organization. At the individual level, employee tries to assess his feelings in 
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work and this assessment for representing organization can be referred as 
organizational identity. When the persons' self is satisfied the persons' perceived 
organizational identity is likely to be stronger and this identity nurtures the sense of 
organizational identification. 
According to Kelman (1958) identification can be said to occur when an 
individual accepts influence in order to establish or maintain a satisfying self-defining 
relationship with another person or group. Atkinson (1958) supported that work related 
satisfaction is necessary. According to him, work provides opportunities for satisfaction 
of a wide variety of needs, especially the need of achievement. Work is a part of 
membership in an organization and identification would lead to work related 
achievementlsatisfaction. From the above literature it is evident that identification is 
independent of rewards such as money, seniority and so on, individual identifies his 
work only if he fords his membership relevant to the satisfaction of symbolic 
motivation states which refers to ego- involvement in ones activities. On this view 
Katz (1964) directly referred identification as one of the consequences for the members 
of their involvement in an organization. Kelman (1961) said identification also occur 
when the individual defines him/herself in relationship to another because of 
satisfaction it provides. Kelman argued that it is the attractiveness of target that leads 
individual to identification. As identification occurs between doctor & patient, teacher 
& student it similarly occurs between employee & organization. 
Bagozzi et at., (2003) argued that identification leads to positive feelings 
towards the organization (e.g. feeling of attachment and belongingness), positive 
feelings from the organization (e.g. joy and happiness of membership) and positive 
self-regard as a consequence of membership. Involvement of individual is assumed to 
be related to individual's perception of the organization and it is predicted that 
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involvement provides satisfaction. Thus, in a specific relationship, identification is a 
self- defining response which further is affected by satisfaction. This satisfaction only 
involves ego and intrinsically motivated activities are likely to have direct effect on 
identification. 
People at work most likely identify their work when they found work 
environment supportive. Schneider et al. (1998) suggests that organizations should 
provide environment that should be supportive. Bowen and Schneider (1988) and 
Schneider and Gunnarson (1990) have referred to this environment as a "climate for 
customer service". Thus, greater the demands filled by the job, stronger work 
identification is likely to be established. Work- Identification is a multidimensional 
concept and the various dimensions of work are centrality of work in persons' self-
concept, one of which is importance attached to work and the amount of effort he is 
prepared to spend at work. According to Srivastava and Dolke (1978) work 
identification is composed of (I) Importance attached to work and (H) Satisfaction of 
needs through work. Importance given to work by employees' play pivotal role in 
performing the work activity most effectively as work conditions are perceived quite 
conducive, satisfying and profitable to join incumbents. Whereas in the conditions 
where workers fail to accept and fulfill the demands of job can be frustrating and this 
misbalance between workers and work environment can affect both subordinates as 
well as superiors in work group. Moreover, satisfaction and mutual trust exert high 
influence on the physical and mental health of the workers. It is imperative to mention 
here that work is a complex aspect of man's life as it is intertwined with all aspects of 
human life and in the complex nature of work and its environment trust can develop 
good communication for joint and effective working possibility. Researches show that 
good communication is compulsory in the joint work between managers and staff at all 
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levels. Thus, identifying right work at the right time will help organization to achieve 
the desired performance from their staff. In a nutshell, work identification can be 
regarded as foundation of any maintenance process. Work identification in an 
organization is the degree of individual's personal attractiveness and attachment with 
the work and performance of individual is most likely to be the outcome of importance 
attached to work and perceived satisfaction of needs through work. 
According to Padaki (1984) relationship of individual with its organization is 
based on two components viz., (1) Nature of work he performs and (1I) Condition under 
which he works. 
Identification of work can be developed by work itself and socialization of the 
people in the particular workplace. Warr (1999) has reported that most engaging jobs 
are those which have special duties and in which there is a good match between the 
required activities and skills and personalities of the employees. Halt and Schneider 
(1972) had given empirical support between job challenge and organizational 
identification. It was predicted that challenging job enhances the skills and helps to 
shape the attitude and perceptions of an employee. Engaging and challenging jobs bears 
a resemblance to the concept of flow and it continues when the person finds that his 
needs are being met. This flow directly or indirectly help organization to move forward, 
usually an employee seek to identify with an organization that provide him/her 
meaningfulness at work and sense of positive regards from super ordinates. Deci and 
Ryan (2000) have agreed to the contention of Foote (1951) that work environment acts 
as a catalyst for identification that causes more and more motivation to experience 
more energy. Though working continuously can engross the person and sometimes the 
employee can lose the track, as presenters does not mean employee is physically at 
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work, employees' presence get hindered due to repetitive work experiences. During this 
condition joy and happiness plays positive self-support and feeling of attachment. 
These positive psychological experiences result in various actions that benefit both the 
employees and the organization. Thus, an individual will react with strong 
organizational identification to a particular workplace where he/she can find 
meaningfulness through his/her membership in the organization and the nature of 
his/her works, Work and organizational identification' have been found affecting turn 
over, performance, and productivity and in the long run quality of working life also. 
Researchers have found mainly three sets of antecedents determining identification 
with work and organization such as, individual characteristics, job related factors and 
organizational factors. Lawler and Hall (1970) and also Patchan in (1970) supported 
that job related factors such as job autonomy have been affecting identification with 
work and organization which was further supported by March and Mannari, (1977). 
Srivastava and Dolke (1978) in their study in job personality and organizational 
determinants of work and organizational identification found all the three sets of factors 
affecting work and organizational identification. 
In addition to identification, organizational theorists moved beyond the 
organization identification to see the other forms of attachment to/with organization 
(Ashforth, 2001; DiSanza and Bullis, 1999; Dukerich et al., 1998; Elsbach, 1999; Pratt, 
2000; Kreiner and Ashforth, 2004). The purpose behind this expansion is that 
identification drives a sense of self in relation to organization and highlight important 
outcomes. Here, focus is given on the overlapping of identities at the cost of exploring 
other forms of self-definition. How many individuals see them different from or in 
conflict with the organization? What if, when individual defines himself/herself as 
partially same as and partially different from the organization? And what effect would 
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this has on individual and organization? In order to answer these questions researchers 
examined the "expanded model of identification" that includes multiple ways people 
can define themselves through organizational attachment (Kreiner and Ashforth, 2004). 
Hence, three new different forms have been introduced: disidentification, ambivalent 
identification, and neutral identification (Dukerich et al., 1998; Ellemers et al., 2002; 
Kreiner and Ashforth. 2004; DiSanza and Bullis, 1999, Elsbach 1999, Pratt, 2000, and 
Ashforth, 2001). 
Like identification, the phenomenon of disidentification also takes place that 
has been taken care of by behavioral scientists. Disidentification is defined as "a self- 
perepetion based on (1) a cognitive separation between one's identity and one's 
perception of the identity of an organization, and (2) a negative relational 
categorization of oneself and the organization" (Elsbach and Bhattacharya, 2001). In 
the words of Dutton, Dukerich, and Harquail's (1994) organizational identification is 
defined as the degree to which a person defines himself/herself as not having the same 
attributes as their organization. A disidentified member maintains "a sense of self- 
disintctiveness through perceptions and feelings of disconnection" (Elsbach and 
Rhattacharya, 2001). It is important to note that disidentification is not merely the 
opposite of identification. It is a bipolar, unidimensional variable. In the past researches 
have shown that (Ashforth, 2001; DiSanza and Bullis, 1999; Dukerich et al., 1998; 
Elsbach, 1999, 2001; Pratt, 2000) disidentification is a separate variable that has a 
unique psychological state consisting of disconnecting (typically negative) aspects of 
the organization from oneself. Whereas, identification consists of connecting (typically 
positive) aspects of the organization to oneself. Disidentification represents a state of 
intense conflict felt between individual and organization and is simply unwilling to 
trust the organization and subsequently to stay with it. Kreiner and Ashforth (2004) 
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rightly stated that both turnover and retention of strongly disidentified employees can 
be harmful to the organization. According to them negative reputation, negative 
affectivity and cynicism have been positively associated with disidentification. 
Ambivalent identification or schizo-identification occurs when members 
simultaneously identify and disidentify with the organization (Elsbach, 1999) and ends 
up with "mixed feelings" about their organization (Pratt and Doucet, 2000). Members 
with ambivalent feelings are incapable of establishing a positive and strong relationship 
with their organization and their severe lack of determination leads to a state of lethargy 
(Pratt and Doucet, 2000). To the degree that organization members experience 
ambivalent identification, they (1) use valuable cognitive and emotional resources that 
could otherwise be spent on organizationally helpful pursuits, and (2) likely are 
reluctant to go above and beyond the required level of job performance as are usually 
shown by employees having high identification. The component of ambivalence 
reflects positive associations would be encouraged by most organizations, whereas, the 
negative component would be discouraged. This mixed action may most likely create 
isolation and stress for the ambivalent individuals as well as perceptions of hypocrisy 
and pressure to conform (Meyerson and Scully, 1995 in Kreiner and Ashforth, 2004). 
Kreiner and Ashforth (2004) found intra-role conflict and organizational identity 
incongruence to be an important antecedent of ambivalent identification. Neutral 
identification exists when members neither identify nor disidentify with the 
organization. In the words of Elsbach's (1999) neutral identification is self-perception 
that may be based on the explicit absence of both identification and disidentification 
with an organization. Here, members consciously choose to remain neutral toward the 
organization and this neutrality is self-defining to them. Kreiner and Ashforth (2004) 
viewed that members who remain neutral toward the organization are less likely to 
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exert effort on behalf of the organization and are mainly driven by self-serving 
interests. Moreover, they also emphasized that strong organizational identity and 
individualism which are considered as antecedents of neutral identification. 
The literature on identification in organization is surprisingly diverse and large. 
Literature views identification in four fundamental questions. First, under "what is 
identification"?, it outlines a continuum from narrow to broad formulations and 
differentiates situated identification from deep identification by organizational 
identification from organizational commitment. Second, in answer to "why does 
identification matter?", it discusses individual and organizational outcomes as well as 
several links to mainstream organization behavior topics. Third, regarding "flow 
identification does occurs?" it describes a process model that involves cycles of sense 
breaking and sense giving, enacting identity and sense making, and constructing 
identity narratives. Finally under "one or many?", it discusses team, work group, and 
sub-unit, relational, occupational and career identification, and how multiple 
identifications may conflict, converge, and combine. 
Therefore, work identification refers to psychological identification with a job 
and it is the principle of industrial and organizational psychology. Work identification 
is a concept that is generally viewed as managing discretionary effort, that is, when 
employees have choices, they will act in a way that further their organization's interests 
and a work identified employee is a person who is fully involved in, and enthusiastic 
about his/her work. Therefore, work identification refers to when employees identify 
themselves physically, cognitively, emotionally and mentally with their organization. 
Work identification level has a direct impact on an employee's performance by 
consequently on the organizations bottom-line. Identified employees use their talent by 
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strengths, effectively at work every day to deliver high levels of performance 
consistently. At the same time, employees who are not identified, not only erode the 
bottom line with their lack of productivity, they also foster negativity at every 
opportunity, thus impacting team performance. Work identification has to be equal on 
both ends i.e., both employer and employees have an active role to play in cultivating a 
good work identification atmosphere. An organization should focus on employee's 
clarity of job expectation and if job expectations are not clear by basic material or 
information is not provided than negative emotions such as boredom or resentment may 
result by the employee may then become focused on serving more than thinking about 
how he can help the organization succeed. Secondly, quality of working relationships 
with peer, superiors, subordinates. It means if employees' relationship with their 
managers is fractured, then no amount of perk will persuade the employees to perform 
at top levels. Work identification is a direct reflection of how employees feel about 
their relationship with the boss/superiors. Third point for the organization is to focus on 
effective internal employee communication should be clear otherwise it will lead to low 
work involvement by poor performance. In addition to all this, a well work identified 
employee should be acknowledged by rewarded in terms of incentives. Another 
important point is a regular feedback by dialogue with superiors is the key to good 
work identification. 
ORGANIZATIONAL CLIMATE 
Organizational climate is a meaningful construct with significant implications 
for understanding human behavior in organizations (Allen, 2003; Al-Shammari, 1992; 
Ashforth, 1985; Cotton, 2004; Glission & James, 2002; Tustin, 1993; Woodman & 
King, 1978). This is evident from all the researchers conducted and published on the 
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role and value of organizational climate in organizations and its impact on various 
organizational outcomes over the past 50 years (Campbell, bunnette, Lawler & Weick, 
1970; Forehand & Gilmer, 1974; Glick, 1985; Hellriegel & Slocum, 1974; James & 
Jones, 1974; Joyce & Slocum, 1979; Litwin & Stringer, 1968; Naylor, Pritchard & 
Ilgen, 1980; Payne & Pugh, 1976; Schneider & Reichers, 1983; Tagiuri & Litwin, 
1968; Woodman & King, 1978). Organizational Climate has a long history in industrial 
and organizational psychology and organizational behavior. However, Kurt Lewin was 
the first researcher to study the concept and argued that behavior is a function of the 
person and the environment (Litwin & Stringer, 1968). The study of organizational 
climate gathered momentum in the late 1970s with a focus on integrating climate 
research into the broader field of organizational studies and distinguishing climate from 
similar topics such as satisfaction (Guion, 1973; Johannesson, 1973; LaFollette and 
Sims, 1975) and organizational structure (Drexler, 1977; Payne and Pugh, 1976). 
According to Moran and Volkwein (1992), understanding how climates are 
formed became important, because it was believed that it would provide a deeper 
comprehension of the concept and lead to further conceptual and methodological 
progress. Initially, organizational climate was viewed as an objective construct 
consisting of organizational attributes such as an organizations size, structure and 
policies. It is these actual conditions that play a primary role in determining people's 
attitudes, values and perceptions of organizational events. This approach, however, is 
criticized and its validity questioned, because it does not consider the individual's 
perception of organizational attributes. Contrary to the structural approach, the 
perceptual approach postulates that individuals are influenced by their perceptions of, 
or the psychological meaning they attach to, organizational characteristics. Hence, this 
approach can be seen as `personalistic', in the sense that climate is an individual 
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perception (Schneider, 1975). Criticisms of this approach are also obvious. Firstly, the 
primary source of climate is placed mainly within individuals, thereby negating the 
possibility of a composition theory. Hence it cannot be seen as an organizational 
attribute. A second criticism is that it assumes meaning as something that individuals 
bring to, and force on, organizational processes and events rather than as a result of the 
interaction between organizational members (Moran and Volkwein, 1992). 
The interactive approach builds on the aforementioned approaches and 
combines the objectivism of the structural approach and the subjectivism of the 
perceptual approach (Ashforth, 1985). The underlying assumption of the interactive 
approach is that organizational climate is the result of the interaction of individuals in 
response to their situation, which results in the shared agreement of organizational 
members (Moran and Volkwein, 1992). This approach provides a link between the 
structural and the perceptual approaches because it acknowledges that meaning is 
formed when the individual intentionally interacts with objects and people because it 
provides meaning for him or her. 
The approaches discussed above fail to take into consideration the influence that 
organizational culture has on the perceptions of individuals and on how they interact 
with one another. The final approach is referred to as the cultural approach. This 
approach does not focus on the formal properties of organizations, nor does it concern 
itself with the subjective psychological characteristics of the individual and how that 
individual combines these two approaches. According to the cultural approach, 
organizational climate is shaped by individuals within a group who interact and share 
the same abstract frame of reference, organizational culture, as they learn to deal with 
the organization's demands (Moran and Volkwein, 1992). This approach emphasizes 
that interaction of individuals as a source of climate, a view it shares with the 
interactive approach above. However, the cultural approach includes the role of 
organizational culture as a key factor in the development of organizational climate. 
Literature showed that the definition of organizational climate varies and is 
hard to define because of its complex multi-dimensional nature i.e. how to define 
climate and how to measure it effectively on different levels of analysis. Therefore, 
climate has been defined in various ways by authors as they perceived subjective 
effects of the formal system, the informal style of managers and other important 
environmental factors that impact on the attitudes, beliefs, values and motivation of 
people who work in a particular organization. Following definitions of organizational 
climate have been defined in the various studies by different psychologists. 
Forehand and Glimmer (1964) defined organizational climate as "those stimuli 
constraints on freedom, rewards and punishments that affect worker attitudes and 
performance". Litwin and Stringer (1968) defined organizational climate as a set of 
measurable properties of the work environment, perceived directly or indirectly by the 
people who live and work in this environment and assumed to influence their 
motivation and behavior. 
Most researchers adopted the classic and more widely referenced definition of 
organizational climate provided by Taguiri (1968). Taguiri's definition of 
organizational climate posits that: Climate is the relatively enduring quality of the 
internal environment of an organization that (a) is experienced by its members, (b) 
influences their behavior and (c) can be described in terms of the values of a particular 
set of characteristics (or attributes) of the organization. Benjamin Schneider (1975) 
defined organizational climate as a mutually agreed internal (or moral) environmental 
description of an organization's practices and procedures. 
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Dunnete (1976) defined 'organizational climate' in terms of objective and 
subjective measures as some climate dimensions also seem to be structural measures. 
Schneider and Synder (1975) defined 'organizational climate' as "a summary perception 
which people have of an organization". It is basically impression of what the 
organization is. According to Korman (1977) the climate of an organization may, for 
example be the extent to which it is seen by either those who are inside or outside the 
organization as ego, supportive, hierarchical, ambiguous, conflict prone and routinized 
to cite just a few of the descriptive terms often used. 
Most of the researchers from the field of organizational behavior have defined 
climate as the cognitive environment as perceived by members of the organization. 
James et al. (1990) concurred that individuals have values that influence their cognition 
of organization and defined climate for individuals in the organization as the extent to 
which the organization provides for the well-being of its members. Schneider et al. 
(1990) defined climate as a shared perceptions of organizational policies and 
procedures, both formal and informal. According to Schneider et al. (1990) climate is a 
concept that is indicative of the organization's goals and appropriate means to goal 
attainment. Thus, review of literature showed that organizational climate researchers 
are interested in organizational member's perceptions of certain properties of their work 
environment and organization. 
Pritchard and Karasick (1993) viewed climate differently, looking it as a result 
of behavior of organizational members. Ashforth (1994) argued that climate is a joint 
property of both the organization and the individual. This means that climate is the 
result of interaction between organizational characteristics and its member's behavior. 
Fink et al. (1995) defined organizational climate as a set of attitudes and beliefs relating 
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to the organization that is shared and collectively held by organizational members as a 
whole. William et al. (1996) defined organizational climate as "the favorableness or un- 
favorableness of the environment for people in the organization". 
From the above given definitions, it is clear that definitions of organizational 
climate are diverse and the same applies to the dimension and measurement of 
organizational climate because various researchers used a wide variety of dimensions to 
assess organizational climate. Many dimensions have been identified by (Kah et al., 
1964; Litwin and Stringer, 1968; Taguiri, 1968; Schneider and Barttett, 1968; Campbell 
et al. 1970; Baumgardner, 1971; Prichard and Kavasick, 1973; Pareek, 1979; Singh, 
1989). However, in our research proposal we are using dimensions identified by Singh 
in 1989 and these dimensions are (professional help, formalization, professional 
management, organizational risk taking, standardization, people orientation, 
centralization, formalized communication, concern for welfare). 
To sum up, organizational climate is a relatively enduring quality of an 
organization's internal environment distinguishing it from other organizations (a) which 
results from the behavior and policies of members of organizations, especially top 
management, (b) which is perceived by members of the organization, (c) which served 
as a basis for interpreting the situation and (d) acts as a source of pressure for directing 
activity. Nowadays, increasing recognition is being given to the name of'organizational 
climate'. Every organization has characteristic aura under which it functions which is at 
times evident to a discriminating but transient visitor to the organization. The 
'organizational climate can be manifested in diverse ways in the general behavior of the 
workers and state of discipline at the workplace, the interest the workers take in their 
work, the frequency of task-irrelevant activities among them, their sense of personal 
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freedom, etc. Perhaps the most important single factor in the determination of 
'organizational climate' is the nature of leadership under which the worker functions. It 
is the function of the leader to organize or integrate his men into a highly motivated and 
cohesive work group so that everyone identifies him! her with the group and the group 
goal and takes pride in belonging to it. If the group is split up into fractions fighting 
with each other, if its members are indifferent to the interest of the organization and its 
work and do not hesitate to change their jobs for minor material benefits, then the 
primary responsibility for this state of affairs is with the leaders of the organization and 
the higher the leader is in the organization the greater is his/her responsibility for the 
proper functioning of the organization. Although, there can be no doubt that 
'organizational climate' description, measurement and control are rather difficult. The 
first attempt to experimentally set up a particular 'social climate' in a work group was 
made by Kurt Lewin and his associates and reported in (1939). Another classic study 
on different types of leader behavior and 'organizational climate' has been reported by 
Rolph White and Ronald Lippitt (1954). They had set up four groups of five 10 years 
old boys as their subjects. On the whole, the atmosphere created by democratic 
leadership was superior and more desirable than the authoritarian climate. All except 
one boy of the two groups that had experience of all three types of leadership preferred 
the democratic order however, no clear out preference existed between the authoritarian 
and the laissez-faire types. 
Studies on organizations have led to the distinction of four otypes of 
rganizational climate i.e. bureaucratic, autocratic, idiocratic and democratic. Companies 
with 'bureaucratic climate' insist on strict obedience to company rules and regulations. 
Employees can feel secure so long as they conform to these. The preoccupation and 
chief goal of the leaders here are to maintain the particular system of organization as it 
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is. In autocratic organizations obedience to the superior is emphasized. Its leaders 
desire to express themselves as fully as possible in their jobs. They want maximum 
autonomy for themselves and accept strict obedience to the personal orders on the parts 
of their subordinates. The atmosphere is idiocratic, manipulative and psychological. 
The focus is on the individual worker and on his personal ambition. In the 'democratic 
organization', informal group customs, codes and conventions are important and the 
leader derives his authority from these and from the group as a whole. Most ongoing 
organizations show characteristics of all these different climates in different spheres of 
their activities. 
Components of Organizational Climate: 
There are six components of organizational climate as they are cited below 
Service climate: Advocated strongly by Benjamin Schneider (1975), this is perhaps the 
most well-known of the particular climates, operationalized in the popular 
SERVQUAL measure developed by Valarie Zeithaml et al. (1990). SERVQUAL, 
which a usually administered to retail sales customer, measures five dimensions (1) 
Tangibles, (2) Reliability, (3).Responsiveness, (4) Assurance and (5) Empathy. Service 
climate is often cited as the archetypal example of climate insofar as it is a 
representation of the shared subjective experience of organizational stakeholders that 
have direct effects on organizational functioning and effectiveness. 
Safety climate: Coined in 1980 by Israeli psychologist Dov Zohar. It can be defined as 
a special kind of climate where organizational members share agreed perceptions of 
employee personal safety and well-being within the organization's environment. 
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Ethical climate: Bart Victor and John Cullen (1988) were the originators of the idea of 
ethical climate. They jointly developed its (The Ethical Climate Questionnaire of ECQ 
which continues today to be standard for measurement. Although, closely related to the 
general culture concept, ethical culture includes elements of Lawrence Kohlberg's 
concepts of moral reason development and Julian Rutter's (1966) idea of internal-
external locus of control. 
Innovation climate: This concept was introduced by Neil Anderson and Michael West 
(1998) specifically in relation to assessment of climate in work teams and is 
operationalized in the Team climate Inventory (TCI). Innovation climate refers to a 
"proximal climate" that develops as a result of close personal relationships and 
commitments in work teams. 
Climate of Silence; Elizabeth Wolf Morrison and Francis Milliken (2000) introduced 
this climate where employees withhold information about problems in organization. 
This behaviour is seen to be a result of "powerful forces" that prevent employees from 
speaking out. 
Climate of fear: Based on Joseph de Rivers's notion of emotional climate as a 
phenomenon that can be "palpably sensed" climate of fear has been operationalized by 
Gavin Nicholson and Neal Ashkanasy (2003) in a 13-item scale that includes items 
such as, "I feel fearful or anxious when lam at work." 
Types of Organizational Climate 
There are six types of climates which are being briefly discussed below: 
Open climate: This depicts a situation which has relatively more openness. Employees 
are not hindered in their work either by the management or the seniors. They work 
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together without complaints or infighting. Employees are not overloaded and are 
motivated enough to overcome difficulties and frustration. As a result of which they 
have job satisfaction. This type of a system of group relationship built on co-operation 
is basically the meaning of an organization. 
As organization can be viewed as a social system of co-operation that is designed 
to enhance individual effort at goal accomplishment as this system of co-operation is 
made up of several components: the human element, physical element, work element 
and coordination element. All these components put together collectively can be 
thought of as an organization. 
Autonomous climate: This has less openness than open climate. Here the supervisors 
are considerate and work hard themselves to set examples and gives almost complete 
freedom to workers to provide their own-structhrc for interaction so that they can find 
ways within the group to satisfy their social needs. Employees achieve their goals 
easily and quickly and work together well and accomplish tasks of the organization. 
Morale of the employer is high but not as high as in open climate. 
Controlled climate: This manifests lesser degree of openness than both open and 
autonomous climates types. Here the supervisors are dominating and directive formal 
and impersonal, and have low human qualities like love, warm and sympathy. The 
climate is marked by emphasis on achievement at the expense of satisfaction of social 
need. All work hard and there is few genuine, warm relations among employees but 
social isolation is common. 
Familiar climate: The main feature of this climate is obviously the friendly manner of 
both the supervisory works. Social needs satisfaction is extremely high while little is 
done for the group activities to be directed towards goal achievement, so little work is 
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done either by direct or indirect means. Morale of job satisfaction will be average 
which will come from social needs satisfaction. Here the leadership lacks commitment 
and is feeble, thus, lacks the will and competence to emphasize production (as the 
supervisors exerts little control over employees). 
Paternal climate: This climate is characterized by ineffective attempts of the 
supervisor to control employees as well as to satisfy their social needs. It is a partly 
.closed climate and his behavior is non-motivating. He becomes intrusive and wants to 
know everything at once. This climate shows more closeness than familiar type climate. 
Employees don't work well together, and the supervisor's inability to control activities 
of employees lead to lack of establishment of group maintenance. 
Closed climate: This is the most closed climate. The least genuine and it characterize 
the other extreme of the climate spectrum. The supervisor is ineffective in directing the 
activities of teachers, at the same time he is not inclined to look out for their personal 
welfare. Supervisors will be highly aloof and impersonal in controlling and directing 
employees' activities and does not motivate the employees by setting good personal 
examples. 
Various theories were formulated regarding organizational climate: 
Models of Organizational Climate: 
Regardless of the above discussion it is important to discuss the models of 
organizational climate to understand the nature as well as the whole scenario of the 
organizational climate. Three models of organizational climate have been identified: 
i) Autocratic model 
ii) Custodial model 
iii) Supportive model 
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(i) Autocratic model 
The autocratic model has its root deep in history, and certain it becomes the 
prevailing model of the industrial revolution. It depends on power. In an autocratic 
environment the managerial orientation is former, official authority. This authority is 
delegated by right of command over the people to whom it applies. Management 
assumes data and it knows what the best is and that the employees' obligation is to 
follow orders without question and without interpretation. Management assumes that 
employees are passive and even resistant to organizational needs. They have to be 
persuaded and pushed into performance, and this is management's task. Management 
does the thinking, the employees obey the order under autocratic conditions and the 
employee orientation is obedience to a boss not a manager. The psychological result for 
employee is dependence on their boss whose power to hire, fire and "perspire" them is 
almost absolute and as there was minimum output, the pay was also minimum. 
(ii) Custodial model 
As manager, began to study their employees, they soon recognized that although 
autocratically managed employees did not talk back to their boss, they certainly thought 
back. Employees inside were a seething more of insecurity, frustration and aggression 
towards through boss. And it was necessary to develop feelings of satisfaction and 
severity among the employees. 
To satisfy the security needs of employees, a number of companies in the United 
States began welfare programmes in 1890 and 1990's. In 1930's welfare programmes 
evolved into a host of fringe benefits to give the employee security. Employers — and 
unions and government began caring for the security needs of workers (i.e. they were 
applying a custodial model of organizational behavior). 
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The custodial approach leads to employee dependence on the organization. 
Rather than being dependent on their boss for their weekly break, employees now 
depend on organizations for their security and welfare. Employees working in a 
custodial environment are well maintained, happy and contented, but they are not 
strongly motivated, so they give only passive co-operation. The result is that they don't 
produce much more vigorously than under the old autocratic approach. 
(iii) Supportive Model 
The supportive model of organization behavior was originally stated as the 
principle of supportive relationships by Rensis Likert, who said: "the leadership and 
other processes of the organization must be such as to ensure a maximum probability 
that in all interactions and all relationships with the organization each member will, in 
the light of his background, values, and expectation his sense of personal worth and 
importance". 
Through leadership management provides a climate to help employees grow and 
accomplish in the interests of the organization, the things of which they are capable. 
The leader assumes that workers are not by nature passive and resistant to 
organizational needs, but they are made so by an inadequately supportive climate at 
work. They will take responsibility, develop a drive to contribute, and improve 
themselves if management would give them half a chance. 
Supportive behavior is not the kind of behavior that requires money. Rather, it is 
a part of management's life style at work, reflected in the way it deals with other 
people. The manager's role is one of helping employees' solve their problems and 
accomplish their work. 
M 
The supportive model tends to be especially effective in notions with affluence 
and complex technology, because it appeals to higher order needs and provides intrinsic 
motivational factors. 
The model of organization behavior is sequentially related to a hierarchy of 
human needs. As a society has climbed higher on the need hierarchy, models of 
organizational behavior have been developed to serve the higher order needs that 
became paramount at the time of using Maslow's need hierarchy for comparison, the 
custodial model of organizational behavior is seen as an effort to serve employee's 
second level security needs. It moved one step above the autocratic model, which was 
reasonably serving subsistence needs but was not an effective model and an effort to 
meet employee's higher level needs, such as affiliation and esteem, which the custodial 
mode was unable to serve. Therefore, the need hierarchy suggests that each model is 
built upon the accomplishment of the other. 
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REVIEW OF LITERATURE 
The aim of ongoing writing is to review literature related to our research topic. 
The purpose of a literature review is not only to identify and analyze all information 
written about a topic, but also to gain insight and understanding in to the problem at 
hand. A literature review serves many important purposes, including establishing the 
need for the research, broadening the horizons of the researcher and preventing the 
researcher from conducting research that already exists — to ensure that duplication 
does not occur. Selection for this literature review was made according to the 
attention given to major issues and concerns in employees' adjustment, work 
identification and organizational climate in general, and how it relates to police 
personnel in particular. The literature reviewed for this research purpose includes 
scholarly books, journals, research papers and articles etc. The presentation of the 
variable-wise survey of literature will follow the same sequence which has been 
adopted in the previous chapter in describing the concept and meaning of dependent 
and independent variables. Hence, the studies reviewed to concerned variables are as 
follows. 
STUDIES RELATED TO ADJUSTMENT 
The first dependent variable of present research is adjustment, which is an 
important aspect of every ones' life and that is why the social scientists, biologists and 
even lay people have been interested in this phenomenon. Adjustment has been 
studied in relation to anxiety, stress, depression, creativity, marital discord, disturbed 
family relationship, job satisfaction, organizational changes and mergers, status 
difference etc. but not directly in relation to organizational climate, work 
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identification, therefore, a very few research studies have been conducted directly on 
public police and private security personnel adjustment. 
Khan and Sinha (1971) reported that most of the studies conducted on anxiety 
fond that anxiety was a symptom of inadequate adjustment and a possible cause. In 
the same fashion, Verma and Upadhyaya (1983) found that adjustment, anxiety and 
conflict were negatively correlated. It means that for healthy adjustment a person 
should have been free from anxiety and conflict. It also shows that adjustment must 
be on mental level. Greater number of low adjusted subjects shows higher anxiety as 
well as conflict and vice versa. In addition, Khan (1989) has revealed that greater the 
anxiety, the lesser the adjustment because higher amount of anxiety produces tension, 
restlessness, suffocation and many other disturbance systems which ultimately effect 
the health mode of an individuals' adjustment. As a result of which, he/she may feel 
deficient in making healthy adjustment towards personal, professional, social life style 
and this may lead to overall maladjustment. 
Creativity has its importance in all type of jobs. Those who are creative, they 
manage to find solution to various problems at work. Creativity in policing has 
significant role to play in managing things, as it has been seen that police personnel 
are very creative at the time of crisis. It has been experienced that the police personnel 
officers having creativity are getting success. Gupta and others (1976) found 
creativity having positive and significant relation with social, emotional and 
educational areas. Nair (1976) also found creative individuals to be much more 
involved in family, job and community relations. Moreover, Singh and Pandit (1977) 
also pointed that the creativity displayed better adjustment. Shamshad & Sharan 
(1985) examine the effect of adjustment on creativity. The findings revealed the fact 
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that high creative groups on verbal and non-verbal tests of creativity significantly 
differed from the low creative groups in respect of their overall adjustment in 
different areas. high creative groups on verbal and non-verbal creativity indicate 
better adjustment as compared to their low counterparts. Hence, it can be inferred that 
subjects exceeding high creativity enjoy healthy social, emotional, personal as well as 
professional adjustment. Apart from this, adjustment has been taken in relation to 
social deprivation, (Shamshad 1985), approval motives, cognitive differentiation, sex 
variance and urban-rural environment (Shamshad & Sulaiman, 1994), effect of 
intelligence on adjustment, effect of sex difference on adjustment (Shamshad, 1996). 
Nezlck and Gable (2002) studied depression as a moderator of relationship 
between positive daily events and day to day psychological adjustment. It was 
reported that daily adjustment negatively co-varied with the number of negative 
events and adjustment. Furthermore, for the self-esteem and cognitive trial measures, 
adjustment co-varied more strongly with negative and positive events for the 
depressed than they did for the non-depressive. Depression is the leading disorder in 
work place among mental health disabilities worldwide. Linda et al. (2006) 
experienced that work place pressure, one's employment status, age, income, level of 
education and partner status accounts for a significant amount of the self-reported 
depressive symptoms. Hence organization should include counseling programmes for 
employee mental health issue in order to create more positive work environment. 
Terry, Tongue and Callan (1995) examine the stress-adjustment relationship in 
employees specifically, the relations among employees' coping resources (self- 
esteem, generalized control beliefs, neuroticism, and social support), their appraisals 
at a recent stressful event experienced at work (appraised stress, self-efficacy, and 
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situation control beliefs), the coping strategies (problem and emotion focused coping) 
used to deal with the event, and levels of employees' adjustment (psychological well-
being and job satisfaction). The collected data support the view that both situational 
appraisals and coping strategies are mediating processes in the stress adjustment 
relationship. There was evidence that employees' coping responses to the recent 
stressful event experienced at work were related to concurrent levels of adjustment. 
As predicted, the use of problem focused coping, in general, had positive relationship 
with the measures of adjustment, whereas the effects of emotions-focused coping 
were generally negative. There was also evidence that coping resources had both 
direct and indirect effects on employee adjustment. Martin and Robin (1999) 
examined the relationship between pre-move relation preparations with psychological 
adjustment of job relocation. They found that pre-move relocation preparation gives 
better results in relation to job contentment and enthusiasm. Those police personnel 
who have been informed earlier about their move feel less stress. Likewise, Deborah 
(2001) in their study studied employee adjustment an organizational merger in 
relation to stress, coping and intergroup differences to test the utility of a stress coping 
model of employee adjustment to organizational change and found that the employees 
of the pre-merger domestic company had the most positive reaction to the merger 
presumably, because the merger offered them the opportunity to improve their social 
identity. Newton, Cameron John (2006) conducted a study on an exploration of work-
place stressors and employee adjustment in relation to overall organizational 
perspective. The findings posited that different types of organizational climate as well 
as culture might be associated with the different stressors that influence employee 
adjustment. Further, work place stressors with organization were manifested as a 
function of the primary organizational values, rating of organizational stressors/social 
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stressors, and job related attitudes were significantly more favorable for those 
perceiving flexible organizational climate/culture to control type of organizational 
climate/culture. The employees who perceived as well as find their organizational 
control type and let the work place stressors have an impact on them will lead to 
psychological and physiological health problems and this will also affect their 
adjustment and this finally result in intentions to leave job. As, we know police work 
is one of the most stressful professions in the nation and this creates many health 
problems for police officers exposed to prolonged stress and the irony is that superiors 
do not understand how their behavior and the organization as a whole lower employee 
adjustment and contribute to higher stress levels in their subordinates. Thus it is 
important for both the employees, as well as the organization, as a whole to 
understand each other's underlying goals and values. 
Indian police do multiple jobs. They are bound to perform even those tasks for 
which they are not trained. It requires fullest dedication and commitment on 
employing people. While working they face several hardships form both in job as well 
as with family life. Though there might be many problems they face on day to day 
basis but apart from this there can be numerous adjustment problems they faced in 
relation to their family and in return their families also get affected because of their 
professional maladjustment. Therefore, researchers also conducted studies on police 
personnel and their disturbed family relationships as well as how family influences 
their work adjustment. 
Shulman and associates (2000) conducted a study on associations between 
family relationships and individual adjustment on young male soldiers during the first 
week of basic training. Three sources of information were used to evaluate. The 
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results show that family relationship partly affect soldier's closeness to best friends, 
number of social nominations and commanders rating of soldiers' military and social 
competence. In addition, family relations explained soldiers' perceived serial 
competence as assessed via closeness to best friend and number of socio-metric 
nominations. It is argued that together, the result retreat the role played by the family 
and attitude towards offspring teaming home and towards their adjustment to military 
service. It has been reported and observed that many police personnel are drug abused 
and this does not only put a negative impact on their career and public dealing but 
also influences their family life. Fals et al. (2003) examined the relationship between 
the psychological adjustment of children living in households of parents in which 
fathers were entering treatment for substance abuse and this will drastically affects 
children's psycho-social adjustment. The similar type of study was also conducted by 
the same authors (Pals et al. 2004). They studied emotional and behavioral problems 
of children living with drug abusing fathers; comparison with children living with 
alcohol abusing and non-substance abusing fathers. The study revealed the fact that 
children with drug-abusing fathers experienced more internationalizing and 
externalizing symptoms than children with alcoholic or non-substance abusing 
fathers. 
Keller, Cummings & Davis (2005) studied the role of marital discord and 
parenting in relation to parental drinking problems and child adjustment and 
suggested that children exposed to parental drinking problems are at risk for 
maladjustment. Cramer & Tracy (2005) conducted a longitudinal study on the 
pathway from early childhood personality to early adult adjustment and 
maladjustment. The results indicated that a shift in personality from childhood to 
adulthood, influenced by the use of defense mechanisms, was the strongest predictor 
of adult adjustment. Moreover, Ann, Ellen and Simon (2006) examined the impact of 
police officers' trauma on the psychological adjustment of their partners. 103 
Victorian police officers and their spousal partners completed measures assessing 
trauma exposure, PTSD symptomatology (PCL) and general psychological well-
being. Partners were hypothesized to demonstrate patterns of psychological 
adjustment similar to officers. Based on PCL scores, nearly one third of the officers 
and almost 14% of the partners demonstrated PT5D. Consistent with hypothesis, 
regression analyses identified that after controlling for partner's prior trauma 
exposure, characteristics of officer's psychological adjustment particularly avoidance-
numbering symptoms were significant predictors of poorer psychological adjustment 
in their partners. 
Raghuram et al. (2001) studied the factors contributing to virtual work 
adjustment of employees. They explored factors associated with employees' 
adjustment to virtual work. In particular, they explored structural factors (i.e. work 
independence and evaluation criteria) and relational factors (i.e., trust and 
organizational connectedness) as predictors of adjustment to virtual work. 
Additionally, they explore age, virtual work experience and gender as moderators of 
the relationships. They find that structural and relational factors are important 
predictors of adjustment and that the strength of the relationship is contingent upon 
individual differences. 
Srivastava (2002) studied job satisfaction and work adjustment with the aim to 
find out whether the workers are adjusted/maladjusted, and satisfied with their work 
or not. One hundred employees were selected from public sector and the results 
revealed that there is a positive and significant correlation between overall adjustment 
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and job satisfaction at 0.01 level of significance. Adjusted workers have higher score 
than the maladjusted workers on job satisfaction, which shows the total adjustment or 
satisfaction of the workers with their job. 
The organizational climate is very important aspect which influences 
employees' adjustment. If the climate is congenial the employees' performance is 
expected better because of good adjustment. Martin and associates (2005) conducted a 
study on the role of psychological climate in facilitating employees' adjustment 
during organizational change. Result shows that employee whose perceptions of the 
organization and environment in which they were working were more positive, were 
more likely to appraise change favorably and reported better adjustment in terms of 
higher job satisfaction, psychological well-being and organizational commitment and 
lower absenteeism and turnover intensions. However Martin et al. (2006) also studied 
employee adjustment during change with the prediction that employee report of 
psychological climate, appraisals of change and levels of adjustment would be more 
positive for employees in higher status groups (operationalized as hierarchical level in 
the organization and occupational role). 
Adam (2009) studied influence of need deficiency on adjustment of police 
personnel. The study was planned to see the impact of need deficiency on adjustment. 
Data was collected from 200 police personnel and the result revealed the fact that total 
need deficiency influence health adjustment of police personnel. Social need 
influences health adjustment of police personnel. Social need influences health and 
emotional adjustment whereas autonomy need puts impact on home, as well as social 
adjustment of police personnel. 
Pattanaik and Worley (2011) studied job expectation, adjustment, and coping 
mechanism among women in two police forces in India. The purpose of the study was 
to conduct a comparative empirical study of women police personnel working in two 
states in India, Delhi and Orissa, and examine their job expectations, their level of 
adjustment in the police departments, their behavior and coping strategies. The study 
indicates that women police in Orissa adopt more positive coping strategies than their 
counterparts, in Delhi. The authors attribute this to various factors such as the stress of 
urban living and the nuclear family structure more prevalent in Delhi as opposed to 
Orissa. 
Mangaleswaran (2012) conducted a study on adjustment problems among the 
married women police personnel and revealed adjustment problems of married 
women police personnel and their association with socio-economic variable. The 
findings show that almost in all dimensions and overall adjustment problems, the 
respondents have high level of adjustment problems. It may be due to the dual role 
performed by the individuals i.e. at home and at work place. So there is a need for 
counseling and recreational center exclusively for women police personnel. 
Wrigh, Kim & Thomas (2012) studied adjustment to determine at what extent 
soldiers mental health symptoms and perceptions of organizational climate are 
associated with intent to leave the military. Frequent deployments place a strain on 
military retention. There is a need to determine contributing factors predicting intent 
to leave the military. The survey assessed overall deployment experience, mental 
health symptoms and perception of organizational climate. Results showed that 
soldiers reporting higher perceived organizational climate were significantly less 
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likely to report intent to leave and those screening positive for anxiety were 
significantly more likely to report intent to leave than those not screening positive. 
Adjustment has been taken as an assessment of health and personal risks for 
police officers by Violanti (2012). As we know that physical health, psychological 
well-being, safety and efficiency at work are important factors for any police agency 
to consider. But extended working hours, shifts and fatigue for police personnel are 
very health hazardous and result in adverse physical health and psychological 
outcomes. The study examined a group of police officers and revealed the findings 
that extended working hours, shifts and fatigue affects their overall adjustment 
specially their sleep quality, and lifestyle covaciodes such as physical activity, diet, 
smoking and alcohol abuse. Moreover, additional analysis involved high risk of 
homicide. This all happens because neither organization nor police personnel itself 
give even little attention to the long term impact of extended working hours, shift 
work. Therefore, it is essential to promote scientific awareness and subsequent 
plausible interventions. 
It is clear from the above review of literature that police, whether public police 
or private security personnel have been rarely studied in relation to overall adjustment 
and work identification as a function of their organizational climate. 
STUDIES RELATED TO WORK IDENTIFICATION 
The second dependent variable of proposed research is work identification. 
Work identification has always been important in concern with employees especially 
in organizational set up, because work identification has been found having positive 
impact on organizational set up and its productivity. In the present research work, 
work identification has been opted as an independent variable which has been taken 
parallel to the concept of job involvement, organizational identification. After in-
depth look into the available literature, it has been observed that there is a 
preponderance of job involvement studies but there is a paucity of work identification 
studies. 
At the present movement, extensive work is available on job involvement after 
a pioneering study conducted by Lodahl and Kejner (1965). Bass (1965) found job 
involvement positively related to performance. Runyon (1973) observed that job 
involvement has relatively stable personal characteristics and also found that men are 
traditionally more likely to value work than women besides, from its importance to 
earn a living. In Indian context many studies related to job involvement were 
conducted such as: Komaraju (1981) analyzed the influence of nature of the 
organization on three job attitudes variables — job involvement, job satisfaction, and 
intrinsic motivation among public/private sector. Discriminant function analysis 
showed that within the private sector the lower management had a significantly higher 
degree of job involvement than the middle management. Furthermore, the middle 
managers in the public sector had a greater degree of job involvement than their 
counter parts in the private sector. Srivastava and Sinha (1983) compared three groups 
of employees indicating high, moderate and low level ofjob involvement with regard 
to their degree ofjob anxiety. Ansari (1986) studying work identification in relation to 
demographic variables found job level, job tenure, and income were unrelated to work 
identification. Love and Singer (1988) in a study of New Zealand police officers 
found no difference in level of job involvement between male and female 
respondents. Singh and Pestonjee (1990) have explored the effect ofjob involvement 
and sense of participation on job satisfaction and job satisfaction of employees was 
found to be affected positively by occupational level, job involvement and 
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participation. Similarly a study of Canadian police officers observed that job 
involvement correlated significantly with job satisfaction and organizational 
commitment (De CarufeL and Schaun, 1990). On the other hand Bergen et al. (1992) 
found no statistically significant correlation between job involvement and job 
satisfaction, Alam and Ansari (1992) found insignificant relationship of job tenure 
and number of dependents with work identification. Srivastava, Krishna (1994) 
conducted a comparative study on male and female teachers in regard to their work 
motivation and job involvement and the results indicated that male teachers maintain 
high level of work motivation and job involvement as compared to their counterparts. 
Furthermore, teacher's work motivation generated by most of their needs positively 
correlated with their job involvement. In a study of southern police officers, Lord 
(1996) reported a relationship between job involvement and the stressors of role 
conflict and role ambiguity. Brown (1996) argued that high level of job involvement 
could possibly lead to trading off family commitments in favor of job commitment 
Ansari (1997) examined the influence of job level on work identification and its two 
facets i.e. IATW and SNTW and the results indicate that SNTW was influenced by 
job level. Bhat (1997) investigated the correlation between job stress, job involvement 
and job satisfaction and found job stress was highly significantly and positively 
correlated with job satisfaction. Sayeed (1998) found that career utility and job 
involvement are directly contributed to learning efforts and job involvement is a 
predictor of the training impact. Biswas (1998) pointed out that organization 
effectiveness positively correlated with job involvement, whereas Joshi (1998) 
compared private and public sector employees in terms of job satisfaction, job 
involvement and work involvement and found that there was a significant difference 
between private and public sector employees as the personal variables like age, length 
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of service, work experience and monthly income had significant effect on job 
involvement. Akhilesh and Marry (1991) found in their study that rewards and 
sanctions are significantly associated with job involvement. Michael and Donna 
(1999) have found perceived organizational support and satisfaction with reward 
significantly link with job involvement. While McElory et al. (1999) observed that job 
involvement correlate significantly with organizational commitment and turnover 
intentions. Probst (2000) revealed that employees with high job involvement were 
affected adversely by job insecurity and they reported more negative attitude, more 
health problem and higher level of psychological distress in comparison to the 
employees who were less involved. Brody et al. (2001) on the basis of the result 
reported that personal involvement in decision making process may influence the 
subjects' current and future behavior. Mogaji (2002) examined the relationship 
between job involvement and organizational climate and results indicated 
organization structure and responsibility has significantly positive relation with job 
involvement. Whereas Ikore and Omomerike (2004) investigated the influence of sex, 
number of dependents and family responsibility on job involvement and found having 
high number of dependents does not hinder job involvement. 
Work identification has not been studied directly on police sample, but it has 
been taken in relation to various organizations and the results could be generalized. 
There are the four major facets of job life (viz., organization itself, work sub 
group, and external organization) help in determining identification with the work and 
the organization. Brown (1969) conducted a study on identification and on some 
conditions of organizational involvement. It was predicted that individuals would tend 
to identify with the organization in three situations, when they saw the organization as 
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providing opportunities for personal achievement, where they had power within the 
organizations and where there were no completing sources of identification. Analysis 
of identification indicated that identification as a mode of orientation can be 
distinguished from other apparently similar mode such as satisfaction. The findings 
supported the hypothesis indicating that identification can be observed and that it is 
related to a distinct workers perspective. 
Srivastava and Dolke (1978) examined the factor structure of work 
identification and organizational identification. They found that work identification 
was based on work attractiveness and personal congruence with work. On the other 
hand, it was found that organizational identification included factors of membership, 
maintenance, dedication to organization, ego involvement and pride in the 
organization, but positive relationship between identification and organizational 
identification was obtained. Whereas, O'Reilly and Chatman (1986) contends to the 
fact that an employee's identification occurs when an individual accepts influence to 
establish or maintain a satisfying relationship, that is an individual may feel satisfied 
and proved to be a part of group organization respecting its value and 
accomplishments without adopting them as their own. 
Gandhi (1992) conducted a study to examine the impact of job enrichment 
characteristics on work and organizational identification. Results revealed that 
organizational identification is significantly determined by job enrichment factors, but 
job characteristics on the whole have no significant predictor of overall organizational 
identification. Job autonomy, skill variety and task identity emerged as significant 
predictors of organizational identification. 
66 
Smidts, Prayn and Van Reil (2001) studied the impact of employee 
communication and perceived external prestige on organizational identification and 
the results showed that communication climate plays a central role in mediating the 
impact on organizational identification and thus helps to explain organizational 
identification. Mael and Ashforth (2001) conducted a study on identification in work 
and its contrasting benefits and risks. In their deliberation they argued that the 
potential benefits of identification included enhanced self-esteem, meaning, 
belongings and raised aspiration. 
Lowe, Schellenberg and Shannon (2003) conducted study on employees' 
perceptions of health work environment i.e., how healthy they identify their work 
environment. In addition, the study also perceived to show influence of employees 
perception on job satisfaction, employee commitment, workplace morale, 
absenteeism, and intention to quit. Results revealed that employees in healthier 
environment have significantly higher job satisfaction, commitment and morale and 
lower absenteeism and intention to quit. Study supported the comprehensive model of 
workplace health that target working conditions, work relationships and workplace for 
healthy promotion interventions. 
Kreiner and Ashforth (2004) studied the expansion on the model of work 
identification, i.e., author studied the treatment through which individual could drive 
identity from the organization. Paper gave four dimensions of model viz. 
identification, dis-identification, ambivalent identification and neutral identification. 
Results suggested the use of this model to get strong potential for application in 
organizational identification. The impact of organization on employees identification 
has also importance for performance at work. Lee (2004) pointed out that trust is 
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positively related to continuous improvement efforts when employees strongly 
identify with the organization. In the same year, Van and Chirst (2004) put emphasis 
on social identification for individual identity with organization. They argued that 
individuals think and act on behalf of group they belong to between the group 
memberships adds to their social identity, which partly determines one's self-esteem. 
In the organizational world social identity and self-categorization have important 
impact on work identification which is associated with performance. They also found 
that organizational identification gives the feeling of job satisfaction, which in turn 
predicts turnover intentions. 
Riordan, Vanderberg and Ricahrdson (2005) examined the employee 
involvement climate and organizational effectiveness and the results indicated that 
organizations with high level of perceived employee involvement climate lead to 
organizational effectiveness as measured through financial performance and turnover 
rate. 
Johnson et al. (2006) studied the multiple professional identities. They 
examined differences in identification across work related targets and compared two 
groups of organizations and compared their identification, their organization and their 
work group. They found different pattern of identification across two groups 
depending upon whether individual was an owner or partner or an associate. Owners 
were found to identify more their job than other work groups. Van Knippenberg et al. 
(2006) examined the role of organizational identification in process orientation versus 
outcome orientation during organizational change. Results suggested that people who 
identify less with the organizations are more likely to focus on the change outcome 
than on the change process, while employees' who identify more highly their 
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organizations are more likely to be focused upon the change processes than on the 
change outcomes. 
Bartels, Rynke, Menno, Adth (2006) studied determinants of employees' 
expected identification with the new organization. In order to investigate the 
development of organization during a merger, a quasi-experiment case study was 
conducted on a pending merger of police organizations. The research was conducted 
among employees' who would be directly involved in the merger among indirectly 
involved employees. Results suggested that in order to obtain a strong identification 
with the soon-m-be merged organization; supervisors should pay extra attention to 
current departments with weaker social bonds as these are expected to identify the 
least with the new organization. The role of communication variables differed 
between the live employees' groups, communication about the merger only 
contributed to the organizational identification of directly involved employees and 
communication climate only affected the identification of indirectly involved 
employees'. 
Lavinian and Antonio (2007) studied on cluuismatic leadership and 
organizational outcomes and the mediating role of employees work group 
identification. Two field surveys were conducted using public and private sector 
employees. As predicted, result of the study I revealed that charismatic leadership and 
employees' work effort was positively related to work group identification. While 
result of study 3 replicated the positive association between charismatic leadership 
and employees work group identification. Work group identification was also 
associated with their job involvement, job satisfaction, and performance and turnover 
intentions. 
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Vernon (2010) studied "an identification of factors that influence police work 
place motivation". Police tasks are diverse and require the ability to take command, 
demonstrate leadership, make serious decisions and be self-directed. The work is 
usually performed in pairs or sometime by an officer working alone. Operational 
police work is seldom performed under the watchful eyes of a supervisor and a great 
amount of reliance is placed on the high level of motivation and professionalism of 
individual officers. Researches have shown that highly motivated workers produce 
better outcomes as, motivation is a mental progression which helps in work 
identification. The present research was conducted on police officers of Queensland 
with the aim to identify factors which motivate police officers to perform quality 
work. The motivational factors were identified in regard to the demographic variables 
of age, sex, rank, tenure, education, bonus, inventive, pay hike, reward. The five 
prime motivational factors that motivate police in their work revealed by results are 
feeling valued, achievement, workplace relationship, work itself and pay, and 
organizational conditions. 
It is explicit from the review of studies that work identification has not 
received much attention from researches, hence, a very few studies have been done in 
relation to adjustment and organizational climate of public police personnel and 
specifically private security personnel. 
STUDIES RELATED TO ORGANIZATIONAL CLIMATE 
Researches in organizational behavior have long been interested in 
understanding employees' perceptions of the work environment and how these 
perceptions influence individuals' work-related attitude and behaviors. Early 
researchers suggested that the social climate or atmosphere created in a workplace had 
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significant consequences — employees' perceptions of the work context purportedly 
influenced the extent to which people were satisfied and performed up to their 
potential, which in turn, was predicted to influence organizational productivity (e.g. 
Katz & Kahn, 2004; Likert, 1997, McGregor, 2000), The construct of climate has 
been studied extensively and has proven useful in capturing perceptions of the work 
context (Denisson, 2006; Ostroff, Kinicki & Tamkins, 2007). Climate has been 
described as an experientially based description of the work environment and more 
specifically, employees' perceptions of the formal andinformal policies, practices and 
procedures in their organization (Schneider, 2008). An important distinction has been 
made between psychological climate and organizational climate (Hellriegel & 
Slocum, 1994; James & Jones, 2004) i.e. individual's own perceptions of the work 
environment constitute psychological climate at the individual level of analysis, 
whereas organizational climate has been proposed as an organizational or unit-level 
construct. When employees within a unit or organization agree on their perceptions of 
the work context, unit-level or organizational climate is said to exist (Jones & James, 
2004; Joyce & Slocum, 2004). 
A larger number of studies have been conducted on organizational climate in 
relation to various variables along with its various dimensions. Literature has revealed 
that organizational climate has been studied into three categories, i.e., as an 
independent variable, as an intervening variable and as a dependent variable. As far 
our present study is concerned, it has been taken as an independent variable. 
Litwen and Stringer (1966) studied three forms of climate — an authoritarian 
structured business, a democratic friendly business and an achieving business. They 
observed that climate significantly influence the behavior of employees' and their 
study revealed that employees under achieving business were more productive, 
whereas democratic friendly climate produced greater satisfaction among employees'. 
Job satisfaction was also found related with the perception of climate. A climate high 
in trust and low on obstruction was closely associated witlijob satisfaction (Frielander 
and Margulies, 1969). Pritchard and Karasick (1973), found positive co-relation 
between job satisfaction, job performance with some of the dimensions of 
organizational climate such as with co-operation level of reward, achievement, 
performance, reward dependency social relations structure, flexibility, innovation and 
supportiveness. Kumar and Bohm (1979) reported higher job satisfaction amongst 
employees' who perceived the organizational climate as democratic as those who 
perceived the same climate as autocratic. Srivastava and Pratap (1984) found positive 
relationship betweenjob satisfaction and overall organizational climate for executives 
and supervisors and also concluded that eomaonicatirjn, leadership, participation in 
decision making, goal setting and control are related to job satisfaction. Whereas 
Sbanna and Sharma (1989), examined the relationship of organizational climate with 
job satisfaction and job anxiety. Organizational climate was positively related to job 
satisfaction and negatively related to job anxiety in hoth officers and their sub- 
ordinates. Singh (1988) attempted to ascertain relationship of organizational climate 
and job characteristics with commitment among blue collar production workers, and 
found job security and grievance handling as important predictors of organizational 
climate. All and Akhlar (1999) explored the effect of organizational climate on job 
satisfaction and reported that enmployees' who scored high on organizational climate 
also differed significantly on job satisfaction. Anthonia (2011), aimed to explore 
organizational climate as a predictor of employee job satisfaction and the results of 
findings showed a significant positive relationship between these two variables. This 
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study paves way into other research opportunities like in the field of policing also to 
see whether organizational climate is positively related to the job satisfaction as well 
as with other variables of the present study concerned viz, adjustment, work 
identification etc. The reason behind why — job satisfaction has always been 
considered as an important phenomenon to be studied with organizational climate is 
that job satisfaction attitude exerts considered influence on various aspects of 
behavioral outcome at workplace like efficiency, productivity, employees' relation, 
absenteeism and turnover etc. 
Marshall, Cooper (1979) is of the view that being a member of an organization 
is itself a potential source of stress, because employees' feel that their freedom, 
autonomy, and identity are threatened by their employment. Much of the conflict in 
police organization is a result of officers' perceptions of the current organizational 
climate, and their reaction to those stimuli. Researchers found organizational 
stressors, those caused by the organization itself stood out as the main source of 
frustration, eventually stress, for police officers. Ekvall (1996) found a positive 
relationship between climate emphasizing creativity and innovations and their profits. 
Thus in creative organizational climate participation of employees' in decision 
making should be given due weightage, because it helps in the development of strong 
mutual trust, confidence, sharing of responsibility, and good inter-personal relations 
between employers and employees' and then automatically this will reduce stress. 
Moreover, if it is done, management may expect greater quality output and it will also 
reduce absenteeism and employees' grievances. In addition a number of studies by 
Dennis Rose and colleagues (2001, 2002, 2004) have found a very strong link 
between organizational climate and employee reactions such as stress levels, 
absenteeism, commitment and participation. Aizzat, Ramayah and Yeoh (2009) 
examined the impacts of organizational structure (formalization and centralization) 
and organizational climate in predicting job stress in anon-western environment. The 
findings indicated a positive relationship between both structural variables and stress 
while organizational climate dimensions (high degree of autonomy, low degree of 
strucnue, high degree of rewards, and 'nigh degree warmth) were found to be 
unrelated to stress. Anurag and Mishra (2011) studied the impact of organizational 
climate in experiencing occupational stress. Result showed that all correlation 
coefficients between 16 organizational variables and occupational stress are 
significant and positive. 
Denison (1990) found that an organizational climate that encourages employee 
involvement and empowerment in decision-making predicts the financial success of 
the organization. Srivastava (1994) studied a group of executives and supervisors 
reported that overall organizational climate is positively related to job involvement 
and high order needs (self-esteem, autonomy, and self-actualization) are related with 
job involvement. Shadur, Kienzle and Rodwell (1999) in their study studied the 
relationship between organizational climate and employee perceptions of involvement 
and the results showed that supportive climate and cmnmitmeut significantly 
predicted each of the employees' involvement variables. However, Benjamin, Omolay 
and Ajita (2012) conducted a study on 'Leadership styles and organizational climate 
as a determinants of job involvement and job satisfaction of workers in tertiary 
institutions and results showed that leadership style and organizational climate was 
found on job involvement and significant relationship was found between job 
satisfaction and organizational climate; between job satisfaction and job involvement 
and between organizational climate and job involvement. 
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Two studies conducted by Johnsrud and colleagues (1999, 2000) examined 
organizational climate in relation to morale of mid-level administrators. They found 
that organizational climate related items such as trust, communication, guidance, 
feedback and recognition of competence from supervisors were significant 
contributors to overall morale. 
Rajcoomar (2002) examined management style and its influence on 
organizational climate. The correlation analysis showed that management style and 
organizational climate are strongly related variables. Management style is related to 
the following dimensions of climate viz, leadership facilitation and support of 
employees, professional organizational sprit, conflict and ambiguity and regulations 
and job pressure. Thus, this type of study helps to discover and implement the most 
appropriate ways to treat people at work in order to motivate them in pursuit of high 
performance. 
Patterson, Warr and West (2004) found that manufacturing organizations that 
emphasized a positive organizational climate, especially for the employee well-being, 
flexibility, adjustment, learning and performance, showed more productivity than 
those that emphasized these to a lesser degree. 
Robert (2007) studied organizational climate variables and their direct and 
indirect impact on employees' psychological and behavioral work outcomes. The 
results from the analysis confirmed that organizational climate variables such as 
perceived organizational support, ethical climate, and trust do positively impact 
employees' psychological and behavioral outcomes. 
Chung-Jen and Jing-wen (2007) examined the effects of organizational 
climate and structure on knowledge management from the social interaction 
perspective and the findings suggested that innovative and cooperative climate is 
positively related to social interaction; that when the organizational structure is less 
formalized, more decentralized and integrated, social interaction is more favorable; 
and that social interaction is positively related to knowledge management. These 
empirical evidences indicate that social interacting plays the mediating role between 
organizational climate, organizational structure, and knowledge management. 
Therefore, in today's increasing turbulent and competitive environment, successful 
firms are only those that can consistently manage and integrate knowledge assets into 
operational activities to fulfill their objectives and achieve superior performance. 
Fauziah (2010) studied organizational climate and its influence on 
organizational commitment indicating that the employee perceived the organizational 
climate of their organizations to be at a moderate level. The result findings suggested 
that continuance commitment appears to be lowest, indicating that a continuance 
commitment has no correlations with organizational design, team work and decision 
making and that there is a need to improve the current situation of the selected 
company with respect to all the components of the organizational climate. 
Abubakar and Hanan (2011) presented a paper on organizational climate and 
turnover. The purpose of this paper was to examine the nature, strength and 
significance of the links between organizational climate and employee turnover. The 
study result revealed that employees' perceptions of corporate climate play a 
significant role in the rate of staff turnover. Moreover, organizational justice, as a 
component of corporate climate, found to be the most important factor in explaining 
the variance in employee turnover. Saket and Sumita (2012) conducted a study to 
explore the antecedents (orientation, supervision, communication, decision making 
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and reward management) of organizational climate and its impact on turnover 
intention of faculty members of various technical educational institutes of India. The 
results stated that among all the 5 antecedents of organizational climate, only 2 
antecedents' viz, orientation and reward management had significant impact on 
turnover intentions. Indian organizations are being forced to undergo considerable 
transformation in their working system in order to sustain in today's competitive 
dynamic environment, therefore it would be important to explore the factors that have 
the most positive impact on the performance of the organization and turnover as the 
organization performance largely depends on the satisfied and committed employees. 
While going through the above discussed literature review, we have found that 
our key term i.e., police have not been particularly studied in relation to 
organizational climate, because in India organizational climate has gained importance 
mostly in the corporate sector. Therefore, a limited amount of research has examined 
police organizational climate, which are as follows: 
Putti and Singh (1985) studied organizational climate — job satisfaction 
relationship in a law enforcement agency. This study examined the organizational 
climate of the Singapore police force, the job satisfaction level among officers, and 
any correlation between organizational climate and the job satisfaction level. A list of 
650 officers was randomly generated from a computer listing of all officers. The 
organizational climate instrument measured organizational climate in terms of 
structure, responsibility, reward, risk, warmth, support, standards, conflict, and 
identity. The job descriptive index measured satisfaction with five job dimensions, 
work, supervision, pay promotion, and co-workers. Various programs from the 
statistical package for social sciences were used to analyze the data. Partial correlation 
was used to examine the relationship between organizational climate and job 
satisfaction while controlling for personal variables. Officers were satisfied with their 
supervisors, colleagues, and the work but were dissatisfied with pay and promotion. 
The organizational climate was well balanced, Climate scales and job satisfaction 
dimensions were highly correlated. 
Lipson (1987) examined why police personnel are staying in patrol today, 
using a literature review and personal interviews. A projected plan for increasing the 
retention of patrol officers includes involving patrol officers in decisions pertaining to 
job functions, creating a better work environment, involving officers in a team 
committed to professionalism, and reviewing police human resource management 
practices within police operations. Some practices that can increase job satisfaction 
and reduce turnover among patrol officers are more opportunities for specialization 
and an incentive system awards positive patrol performance. A transitional analysis 
suggests how to change agency practices to reduce patrol officer turnover rates. 
Employee turnover is an important 'barometer of the employer's organizational 
climate. The patrol officers have the highest rate of turnover among police agency 
employees. Most employees will eventually leave any job, no matter how pleasant or 
fulfilling, if a reasonable quality of life is not sustained in the employees' mind. 
Sakanovic & Mayer (2006) discovered that leadership importantly affects the 
organizational climate and satisfaction of the employees in Slovenian police. Leaders 
with much more power at their disposal are more active and are using democratic 
style of leadership and thus creating better multi-dimensional organizational climate 
and higher degree of satisfaction of the employees in the police units. 
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Karena and Douglas Paton (2006) studied well-being in protective services 
personnel in relation to organizational influences. The aim of this investigation was to 
apply a model of organizational health in an emergency services context, with a 
specific focus on the contribution of organizational factors to employee stress and 
well-being. Participants were 321 police personnel, ambulance and firefighting 
personnel. Structural equation modeling analysis revealed that organizational climate 
had the strongest influence on employee job satisfaction, with both direct and 
mediated relationships through coping and daily work experiences. The fact that 
organizational processes have such a profound impact on employee well-being 
highlights the importance of acknowledging the effect of organizational influences on 
protective services employees, particularly for the development and promotion of 
truly preventative mechanisms in dealing with critical incident and occupational 
stress. Rants, Singh and Sud (2008) studied the management of stress and burnout in 
police personnel. Outcome of the study is physiological, psychological and behavioral 
effects of stress and burnout in police can be severe which a matter of concern is. As 
no organization is free from stress but stress is an inevitable part of police job because 
there is an extra work load on an average policeman which adversely affects his 
efficiency and performance. The manifestation of stress and burnout in the form of 
suicide and killings highlight the urgent need that these must be tackled. 
Khan (2011) conducted a study an mental state, job satisfaction and 
organizational climate among working police personnel, particularly lower strata as 
constabulary. Study reveals in its findings that police personnel especially lower strata 
of police department are deprived form even basic facilities and this effect their 
mental health and that not correlate with satisfactory job situation. Thus because of 
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poor organizational climate their works get affected and they feel dissatisfactory for 
all over their personnel policies. 
Nalla and Kang (2011) conducted a study to develop a broader understanding 
of police organizational climate, specifically various elements of organizational 
climate as perceived by police personnel and their superiors. The results suggest that, 
overall; police officers across rank and job assignment were dissatisfied, and at best 
ambivalent, on all dimensions of organizational climate. Lower ranked police officers, 
relative to other ranks, appear more dissatisfied with open lines of communication, 
organization support. Officers who are part of the police administration (e.g. general 
affairs, public security, and intelligence) are less disenchanted with management/ 
organization support, communication, and innovation than are patrol officers and 
criminal investigators. This study suggests that both rank and job assignment 
influences officer's perceptions of their organizational climate. 
Nalla, Madan and Mesko (2011) studied the role of perceived organizational 
climate relationships between Slovenian police officers vis-a-vis private security 
personnel in predicting job satisfaction and also examined to what extent attitudes of 
police officers, vis-à-vis their relationships with security personnel. A survey of 251 
PO's and 211 security personal suggests that both groups are generally happy within 
job and their decision to remain in their respective careers though the degree of 
satisfaction appears to be greater for police officers. As, for police officers, length of 
service, self-identity and government sponsored programs are all strong predictors of 
their job satisfaction. In contrast, the estimates for security personnel suggest a 
negative relationship between length of service and job satisfaction and both personal 
identity and government training programmes were strong predictors of job 
satisfaction for security personal; a fording similar to police officers. Perhaps more 
important is that the perceived positive organizational climate relationship with 
security personnel influences police officer's job satisfaction but the same does not 
hold true for security personnel. This is because individual, organizational, as well as 
environmental factors influence employees' perceptions of the organizational climate 
which directly or indirectly affects their views towards work and subsequently their 
satisfaction and identification with the work itself. 
Thus, review of literature clearly reveals the hard fact that public police 
personnel, especially private have been rarely taken under research investigation. The 
concept of employees' adjustment, work identification and organizational climate 
itself are very important factors in the survival of any organization. Extensive 
research had proved that adjustment and work identification does not happen in 
isolation, as it depends on multi-dimensional organizational climate. The relationship 
between the organization and its employees is however interdependent in nature, and 
both parties may impact on one mother's ability to achieve positive results. Thus, 
team work is must to achieve organizational goals. Therefore, it is important for the 
researchers to have grave concern over this particular area to develop more effective 
approaches to address organizational problems and enable a successful organization to 
more efficiently through the use of worker and organization input itself. 
OBJECTIVE OF THE STUDY 
The objective of present study is evident from the above studies that 
employees' adjustment, work identification and organization climate are instrumental 
in determining the performance and hence efficiency of the employees. Moreover, 
these variables have been very rarely studied simultaneously or in conjunction with 
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each other, especially on police personnel and police organiaatiun. Therefore, keeping 
this fact in the mind, the research question addressed in the study is - "A Study of 
employees adjustment and work identification as a function of organizational 
climate". We know that police personnel are the key players to maintain low and 
order as well as peace and harmony in the society. The police are expected to be the 
most accessible, interactive and dynamic organization of any society. Moreover, we 
can see in our day to day experience that police have been criticized by the public, 
government agencies and politicians on its role and functioning. But it can hardly be 
said that police force is mainly responsible for it. Unfortunately, nobody gives a damn 
care to know about the police organization and the reasons for its poor image. 
Citizens as well as government remain ignorant of and aloof from the problems of 
police organization. However, the problems of the police run deep the design, 
structure, culture and climate of the organization, politicization of the police, 
demographic variables, general public attitude towards police, and also the stressful 
nature of the job itself are responsible for the present state of affairs and this remain 
hidden due to lack of understanding about the nature and functions of the police in the 
country. Therefore, in such circumstances and atmosphere, it becomes difficult to 
carry one's job effectively and efficiently and this will ultimately affect police 
fnneIionsIdutics, morale and their work place adjustment. 
It is difficult to predict how and when the things will be favorable. Although 
the government of India is trying to bring major changes in police organization, still 
no drastic changes are noticeable. Thus, the on-going discussion made the objective of 
taking police as our research sample in relation to adjustment, working identification 
and organizational climate clear. Hence, the major objective of the present research is 
to examine the influence of organizational climate on adjustment and work 
identification of public police and private security personnel. 
HYPOTHESES 
After presenting survey of literature pertaining to the undertaken variables, it 
is necessary to formulate the hypothesis. Hypothesis is an important step in any 
research investigation and immolation of hypotheses is a vital step. It is a tentative 
statement about the relationships between two or more variables. A hypothesis is a 
specific, testable prediction about what you expect to happen in your study. 
Therefore, hypothesis is extensively important in every scientific research, because it 
works as an instrument of theory having prediction values, mid also it is a powerful 
tool for the advancement of knowledge and in making meaningful iHlerpretaUuns. 
In the present research, an effort is made to formulate null-hypothesis, because 
earlier researches have not provided any direction of relationship between the 
dependent and independent variables undertaken. The formulated null hypotheses are 
given below— 
Ha l 	Professional Help — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
Hoe 	Formalization — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
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Hai 	Professional management — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
H04 	Organizational risk taking — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
Ho 	Standardization — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
Hob 	People orientation — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
Ho' 	Centralization — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
H0a 	Formalized communication — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
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Hag Concern for Welfare — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
H01°  Overall organizational climate will not influence significantly overall 
adjustment, its two dimensions and any facets of work identification as well as 
work identification as whole of police personnel in general and specifically 
working in public and private sector. 

METHODOLOGY 
Methodology is a crucial step in any research and has its importance in 
scientific investigation because objectivity in any research investigation cannot be 
obtained unless it is carried out in every systematic and planned manner. It is a kind 
of decision making process in which researcher selects the most suitable and 
appropriate model, sampling techniques, measuring instruments/ Louis and data 
analysis methods suitable for selected problem. Thus, right from selecting the topic 
and carryine out till recummendations research methodology drives the researcher on 
the right track, as the entire research plan is based on the concept of right 
methodology. A methodology is usually a guideline system for solving research 
problem with specific scientific components and methods by investigator. 
Methodology has been viewed as `the logic of the applications of scientific methods 
to the investigation of the phenomena" and this scientific investigation involves 
careful and proper adoption of research design, use of standardized tools and tests, 
identifying adequate sample by using appropriate sampling techniques, sound 
procedure for exktIectiog data, and then after careful scrutiny, tabulation of data and 
the use of appropriate statistical techniques for analyzing data The procedures which 
have been opted for the present investigation are being discussed below: 
Sample: 
In behavioral science researches, sample is a fraction of population It is 
impossible to take the whole population for investigation. Kerlinger (1983) believes 
that "sampling is taking any portion of a population or universe as representative of 
that population or universe". Thus, sampling is the process of selecting units (e.g., 
people, objects, events, organizations) from a population of interest so that by 
studying the sample we may fairly generalize our results but to the population from 
which they were chosen. 
The survey of literature on the proposed topic "Study of employees' 
adjustment and work identification in relation to organizational climate" have 
revealed the fact that police personnel have been rarely studied in general and 
specifically in relation to public and private security personnel. As, for this reason it 
was decided to choose police personnel for the present study. 
Two groups of police personnel were decided for the study. The first group 
comprised of public police personnel i.e. constables, sub-inspectors and inspectors 
and the second group comprised of private security includes private security 
personnel of Banks, ATMs, universities, malls, hospitals, hotels etc., who are the most 
neglected in the field of psychological research. For the purpose of data collection 
after taking permission from the department, the concerned authorities of both public 
and private police personnel were approached and granted permission to collect data. 
The respondents were personally requested for their help and cooperation. The data 
was conducted from those who were willing to give their responses. 
Most of the police personnel were not ready to give their responses due to 
official engagement or personal reasons and those who were willing to give their 
responses were given questionnaire. The questionnaires were printed in English and 
Hindi. Therefore, sampling was purposive in nature and data was collected purely on 
random basis because of uncertainty of duty hours, and workload etc. The break-up of 
the sample is as under: 
Table-3. I- showing the break-up of the sample 
Group N 
A Public Police Personnel 150 
B Private Security personnel 150 
Total 300 
In addition, the biographic characteristics (based on mean and S.D.) of the 
sample for the two groups have been shown separately in the Table-3.2 given on the 
next page. On the basis of the biographical information results shown by the table, so 
far as age is concerned public police personnel are elder than private police personnel 
and they get more salary but having more number of dependents. Moreover, as data 
revealed that, the public police personnel are highly educated than private police 
personnel. 
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Table•3,2—showing to biographies of to samples 
Gender Sample Age (in years) Salary (n Rupees) Experience fin No. of QualificaGans 
size years) Dependents 
Mean SD, 	Mean S.D. 	Mean S.D. Mean S.D. Under Graduate 	Post 
graduate graduate 
Public 150 42.15 8A11 18512.87 8241,805 	10 8.625 7.18 1.683 23 88 	39 
Police 5.3% 58,7% 	26.0°k 
persoane 
Private 150 	47.47 6.053 8523.33 1949.304 20.09 6.020 6.63 1,923 83 67 0 
police 55.1% 44.7% 0% 
prrsannel 
Total 300 106 	155 39 
353% 	517% 110°% 
Description of Tools: 
In behavioral sciences, measurements have always been considered very 
complex task but an inevitable means to understand human experiences and behavior, 
Various psychological tests have been developed to understand human behavior 
objectively. Ti 	is no single psychological test which can tell about all aspects of 
human behavior because of its intricacy and instability. Therefore, every 
psychological test is developed for some specific objective and purpose. Among the 
various methods used fur testing the various aspect of human behavior. the 
questionnaire method has been considered as the most convenient and ftvomble 
instrument to collect data. Pertaining to questionnaire, it is imperative to mention that 
without ascertaining the efficacy of the tools, reliable results cannot be obtained; 
therefore, standardization of the psychological tools is necessarily a pre-requisite. The 
description of the tools used in the present research study is as follows. 
1. Adjustment Measurement Inventory 
To measure adjustment level of police personnel a revised scale constructed 
and standardized by Kumar (1999) was used. There are two dimensions of the 
adjustment inventory i.e. social and emotional. The social adjustment consists of lei 
items whereas emotional adjustment consists of thirty items. So the total items are 
forty, The inventory is applicable to both individual and group. It is emphasized that 
no item has to be omitted and there is nothing right or wrong about these items. The 
scoring of the inventory is very simple. A 'No' response is assigned a numerical value 
of I expect for the item no. 33 in which case reverse is applicable. The sum of these 
values give the adjustment score for the respondent since the responses contributing 
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towards the adjustment are given a score, the higher the total score, the better would 
be the adjustment of the subject. The reliability and validity of the inventory is 
reported as r = 0.93 and r = 0.71 respectively. 
2. Work Identification Scale 
Work identification scale has been developed by Srivastava and Dolke (1978). 
There are 12 items in the scale which are related to the two facets of work 
identification, i.e., (i) importance attached to work (IATW) and (ii) satisfaction of 
needs through work (SNTW). To ensure the equal emphasis on the two facets of work 
identification, equal number of items (i.e.. each facet contains 6 items) have been 
included in the scale. The statements of the scale positively phrased and the 
respondents were required to respond on a 5-point scale by giving a score of I to 
highly disagreed statement and 5 to highly agreed statements. The scoring is simply 
because it is done by simply adding the scores given to various statements. The higher 
score refers to high work identification and low scores refer to low work identification 
and the same direction of scores stand for the two facets too. The authors of the scale 
had not reported the reliability and validity of scale, which was later determined by 
Ansari (1988). The obtained reliability was found to be r = .82 and validity r = .75 that 
confirms the reliability as well as the validity of the scale. 
3. Organizational Climate Scale 
The scale was developed by Singh (1989). The scale contains 31 items and all 
the items are to be rated on five point rating scale ranging on the continuum of highly 
satisfied to highly dissatisfied. It is divided into 9 dimensions and all the 9 dimensions 
of organization climate are sought to be measured. These dimensions are - 
professional help, formalization, professional management, organizational risk taking, 
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standardization, people orientation, centralization, formalized communication and 
concern for welfare. The respondents were required to rate each statement on 5 point 
scale and decide to what extent statement is true in case of their organization. In this 
scale the score of 1 means true to almost no extent and score 5 means true to very 
great extent. The obtained reliability for this scale found to be r = .96 and content and 
concurrent validity was established. 
In addition, for taping biographical information of the respondents, a biographical 
information blank (BIB) was prepared and used. 
Statistical method Used: 
Once the data were collected from respondents then it requires applying 
certain kind of statistical treatment to reduce long wide-ranging scores into intelligible 
and interpreted form, in order to understand the results very easily and conveniently. 
In view of the nature of the research investigation in the hypotheses of the study, 
multiple regression analysis was found best suited analyzing the data and obtaining 
appropriate results. Multiple Regression analysis studies the influence of several 
predictors' variables simultaneously on the criterion variables. The function multiple 
regression analysis is to make prediction about criterion variable on the basis of 
various predictor variables. Since there are many methods of multiple regression 
analysis as enter, forward, backward, stepwise and remove, hence, in the present 
multiple regression analysis by adopting step-wise method was found very 
appropriate in analyzing the data. One advantage of the stepwise method is that it 
produces a most parsimonious model and ensures that you end up with a small set of 
predictor variables which significantly predict the criterion variable. Analysis was 
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done using 16.0 version SPSS (Statistical Package of Social Sciences) which yielded 
results in different steps. 
THESIS 
'J 	~ / / _ ~ J JJ ! 
RESULTS AND DISCUSSION 
The present chapter IV will be fully devoted to present findings of the entire 
research endeavor. It is clear from the topic of present research that this endeavor was 
undertaken to study employee's adjustment and work identification as a function of 
organization climate. To accomplish the aforementioned study police personnel were 
chosen as a sample on whom study administered and data were collected. In view of 
the objectives of the study, 'stepwise multiple regression analysis' (SMRA) was 
considered to be the most suitable statistics for analyzing data; hence, SMRA was run 
with the help of (SPSS) 'statistical package of social sciences' which yielded results 
in different steps. 
Before going to the main course of describing and interpreting the results, it 
seems necessary to mention the plan on which basis analysis were done. The entire 
data were analyzed in the following manner. 
Firstly, total sample irrespective of its sub-sample group were given the 
treatment of 'step wise multiple regression' (SMRA) to identify significant predictors 
from amongst the variable viz., `organizational climate' and its nine dimensions 
namely, `professional help', 'formalization', 'professional management', 
`organizational risk taking', 'standardization', 'people orientation', `centralization', 
`formalized communication', and `concern for welfare' of adjustment as a whole. 
Thereafter, the same above statistical treatment of `step wise multiple 
regression' (SMRA) was given to the data for identifying the significant predictors 
from amongst the same above mentioned predictor variables for 'social adjustment' 
and 'emotional adjustment' —the two dimensions of criterion variable `adjustment'. 
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Similar as mentioned statistical treatment of 'step wise multiple regression' 
(SMRA) were also given to other criterion variable i.e., 'work identification' as a 
whole and its two dimensions i.e., 'importance attached to work', and 'satisfaction of 
need through work'. 
The above-mentioned steps were taken for in-depth analysis of the whole data 
for comprehensive understanding pertaining to the research problem in question. 
Before starting to deliberate on results and discussion, it is highly important to 
mention that all the hypotheses formulated for prediction two null hypotheses, 
therefore, in case of significant predictors of criterion variables the hypotheses be 
rejected and in other case of insignificance, concerned hypotheses be treated as 
accepted. Hence, there is no need to mention rejection or acceptance of the 
hypotheses after describing each result. Now, description and discussion of results 
follow: 
Following the same scheme as mentioned above, now the ongoing description 
will follow in describing and interpreting be results. 
Table-4.1 shows model summary of significant predictor variables of 
'adjustment' as a whole. Table shows 8.3% of variance (R2 = 0.083) in predicting 
'Adjustment'. The same is very clear from the Table 4.1(a) that two predictor 
variables — 'formalized comatmeation. and 'fonvalization' — dimension of 
organizational climate have emerged as significant predictors of 'adjustment' as their 
F value given in the table (F — 14.549) are found significant far beyond .01 level of 
confidence. 
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Table-4.1: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Adjustment as a whole. 
Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
1 .250(a) .062 .059 4.403 
2 .299(b) .089 .083 4.347 
a Predictors: (Constant), Formalized communication 
b Predictors: (Constant), Formalized communication, Formalization 
Table-4.1(a): ANOVA 
Model 
Sum of 
Squares 
Mean 
df 	Square F 	Sig. 
1 Regression 384.719 1 384.719 19.841 .000(a) 
Residual 5778.198 298 19.390 
Total 6162.917 299 
2 Regression 549.923 2 274.962 14.549 .000(b) 
Residual 5612.993 297 18.899 
Total 6162.917 299 
Predictors: (Constant), Formalized communication 
Predictors: (Constant), Formalized communication, Formalization 
Dependent Variable: Total Adjustment 
The analysis in its further step analyzed coefficient of regression which is 
given in Table- 4.1(b) provides beta values of each significant predictor. Beta value 
tells us about magnitude and direction of each predictor variable in predicting 
criterion. In other words, regression coefficient (beta) represents the amount of 
change in the criterion variable for a one unit change in the predictor variable. The 
higher the beta value, the greater the impact of predictor variables on the criterion 
variables. Table- 4.1(b) in step-2 highlight standardized beta that shows beta values of 
`formalized communication' and `formalization' as p = -.215 and (i = .167 
respectively. The n-values of both significant predictors are also found significant 
beyond .01 level of confidence. It is clear from beta values that 'formalized 
communication' effect negatively to the adjustment level of employees while 
formalization effect positively to the employees' adjustment. 
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Table-4.1(b): Coefficients 
Unstandardized Standardized 
Model Predictors Coefficients 
Coefficients t Sig. 
B Std. Error Beta 
1 (Constant) 48.269 3.523 13.700 .000 
Formalized -1.833 .411 -.250 4.454 .000 Communication 
2 (Constant) 39.603 4.549 8.706 .000 
Formalized -1.581 .415 -.215 3.808 .000 Communication 
Formalization .245 .083 .167 2.957 .003 
Dependent Variable: total Adjustment 
In the light of the above findings pertaining to total sample of security 
personnel 'formalized Communication'- a dimension of `organizational climate' was 
found to be negatively contributing significant predictor of `adjustment' as a whole. 
This type of finding is rare because `formalized communication' is the easiest way to 
communicate in the work place as it is almost all pre-defined by the organization. The 
organizational chart lays out the reporting structure, lines of authority and channels of 
communication. Here any job policy related information is communicated to 
employees' through established channels. Moreover, the channels for `formalized 
communication' are made by keeping in view the nature, structure and objectives of 
the organizations. All this helps to facilitate the accomplishment of the goals of the 
organization with a perfect co-ordination of its members. But still, here in the present 
findings, apart from having so many advantages, 'formalized communication' has a 
negative influence on employees 'adjustment' as a whole. This is because every 
happening in an organization cannot be foreseen because all communication are 
transmitted mostly through established channels like e-mail, phone, fax, letters, 
reports, bulletins etc. Therefore, superiors with little time and distant communication 
pattern usually not able to foresee the problems and the personal messages will 
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remain out of jurisdiction. Mureover, due to strict rules, security personnel feel lack of 
flexibility because of not being able to share and use one's creative thinking as a 
result of which artificiality develops among them and they show little motivation 
towards their work. Communication is the heart of any organization's performance 
and success without effective communication an organization cannot perform 
maximal. But `formalized communication' with its strict rules and follow up will not 
allow the informal way of communication, because of which contact between the top 
executives and the sub-ordinates, specially, employees of lower rank cannot get a 
chance to freely exchange their views and ideas. So it creates mental distance because 
of far remote nature of 'formalized communication. Hence, it is clear from the 
discussion that why `formalized communication contributes negatively to security 
personnel 'adjustment' as a whole. 
The second predictor variable is `formalization' — another dimension of 
`organizational climate' contributing positively to total security personnel 
`adjustment' as a whole. 'Funnalizaliun' means creating a formalized organizational 
structure and its maintenance over time. Formalization' is an attempt to rationalize 
the decision-making process for the organization in which issues are known and 
changes are implemented slowly and purposefully. Formalized organizational 
structure has a rigid set of rules and norms which are supposed to be followed strictly 
with discipline. Each post has its clearly defined roles in legal sense and the job 
assignments are logically structured. Moreover, officers are constantly being watched 
for obeying all rules pertaining to their jobs to improve performance. This routine 
nature of succession is beneficial for the officers as the roles of a specific position will 
remain the same no matter who inhabits the specific job position. Additionally, 
alignment of day to day work processes with the overall mission of the organization 
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can be easily achieved in a formalized organized structure. As, 'formalization' is the 
extent to which an organization policies, procedures, job descriptions, and rtiles are 
written and explicitly articulated thereby making employees' behavior more 
predictable and whenever a problem at work arises, officers are known to turn to a 
handbook or a procedure guideline. Therefore, employees' respond to problems in a 
similar way across the organization and this leads to consistency of behavior. Hence, 
all this reduce role ambiguity and provides direction to officers. Although formalized 
organizations are very rigid but still to some extent contain informal elements such as 
social groups, and the personal desires and ambitions of the employees' thereby 
helping them somehow in `adjustment' as a whole. 
Having given the description and interpretation of the results on `adjustment' 
as a whole (a criterion variable), now ongoing deliberation will pertain to identify the 
predictive influence of predictor variable on two dimensions of `adjustment' viz., 
'social adjustment', and 'emotional adjustment' separately. 
Table-4.2 shows the predictive influence of predictor variables on `social 
adjustment' — dimension of `adjustment', Table also shows 4.6% of variance (R2 = 
.046) in predicting 'social adjustment', which was explained by 'formalization', 
formalized communication' and 'professional help' — dimensions of `organizational 
climate'. The table of ANOVA Table 4.2(a) clearly indicate that the three predictor 
variables have come up as significant predictors of `social adjustment' as their F 
values (F = 5.804) are statistically found significant beyond .01 level of confidence. 
Tab lc-4.2: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Social Adjustment a dimension of Adjustment 
Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
.164(a) .027 .024 1.446 
2 .200(b) .040 .034 1.439 
3 .236(c) .056 .046 1.429 
a Predictors: (Constant), Formalization 
b Predictors: (Constant), Formalization, Formalized communication 
c Predictors: (Constant), Formalization, Formalized communication, Professional help 
Table-4.2(a): ANOVA 
Model 
Sum of 
Squares df 
Mean 
Square F 51g. 
1 Regression 17.281 1 17.281 8.267 .004 
Residual 622.916 298 2.090 
Total 640.197 299 
2 Regression 25.594 2 12.797 6.184 .002 
Residual 614.602 297 2.069 
Total 640.197 299 
3 Regression 35.565 3 11.855 5.804 .001 
Residual 604.632 296 2.043 
Total 640.197 299 
Predictors: (Constant), Formalization 
Predictors: (Constant), Formalization, Formalized communication 
Predictors: (Constant), Formalization, Formalized communication, Professional help 
Dependent Variable: Social Adjustment 
Moreover, Table-4.2(b) of coefficient indicate f3-value of each significant 
predictors in step-3 which clearly me uion that 'formalization' A _ .122, `formalized 
communication' A3 = -.135 and `professional help' (1 = .127 relatively contributes to 
the criterion variable namely 'social adjustment'. All the beta values are found 
statistically significant at .05 level of confidence. Here again, 'formalized 
communication' represent negative effect while `formalization' and professional 
help' effect positively to the 'social adjustment'. 
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Tn610.4 )1h. Cneffieienfs 
Model 
Predictors 
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 
B Std. Error Beta 
I (Constant) 6.675 .722 9.248 .000 
Formalization .077 .027 .164 2.875 .004 
2 (Constant) 9.327 1.505 6.196 .000 
Formalization .066 .027 .140 2.416 .016 
Formalized 
Communication -.275 .137 
-.116 2.004 .046 
3 (Constant) 7.955 1.619 4.913 .000 
Formalization .057 .027 .122 2.090 .037 
Formalized 
Communication -.320 .138 -,135 2.319 021 
Professional Help .129 .058 [27 2209 .028 
Dependent Variable: Social Adjustment 
Here again `formalized communication' and `formalization' - two dimensions 
of organizational climate' emerged as significant predictors of one of the facets of 
'adjustment'- i.e., `social adjustment'. The concept of both the predictor variables are 
well explained in table-4.1, but in relation to `social adjustment' of total security 
personnel we must say that 'formalized communication' due to its rigid official 
communication style has negative influence on `social adjustment'. This happens 
because security personnel usually Barry their work place tension and problems to 
home and more often feel torn between work place pre-defined objectives and one's 
personal desires which are neglected in the organization. As a result, along with work 
place adjustment their social adjustment also get affected and most of the times they 
are unable to take part in many social activities because of the feeling of less 
autonomy and powerlessness. And in case of `formalization', security personnel 
perceive their formalized organizational structure positively because they are very 
much clear about their roles and duties without any confusion and this will save their 
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time, provide physical comfort, and also put no work load on them. Hence all this 
influence their `social adjustment' positively. 
Apart from above two predictor variables, the findings also shows the third 
predictor variable i.e. 'professional help' - a dimension of `organizational climate' 
with its positive contribution in `social adjustment' of total security personnel. It is 
imperative to mention that providing 'professional help' to employees' is the legal 
responsibility of the organization. `Professional help' simply means to give assistance, 
aid, relief, ease to the employees of the organization, so that they can effectively 
achieve the targeted goals of the organization. For this, relevant information is made 
available to all those who need it time to time for achieving high performance. 
Moreover, the higher-ups are very much concerned to develop greater skills for the 
organizational advancement. As it is very much known that most of the employees' 
idealize their genuine and responsible superiors. So, like them they themselves get 
involved in helping their colleagues as well as lower rank employees' spontaneously, 
when such help is needed. In addition, superiors are involved in developing and 
monitoring professional, educational and learning programs for updating sub-
ordinate's working skills and making them aware of new technological knowledge 
which can make things clear and easy, thereby leading to improved organization 
growth. It has also been suggested that along with the authority, sometimes employees 
should ask for timely professional help as soon as possible, to prevent their 
performance from being affected. Most importantly, professional help' gives flexible 
working hours, regular breaks, and reasonable adjustment to officers, which is the 
best part of it. Reasonable adjustment changes to work environment that allows 
employees' with their disability (i.e. illness and accidental injuries) to work safely and 
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effectively as earlier. Now, it is very much clear about the role and positive influence 
of `professional help' on the `social adjustment' of total security personnel. 
Table-4.3 highlights the significant predictors of `emotional adjustment' — a 
dimension of `adjustment'. The coefficient of determination (R'' _ .085) showed 8.5% 
of variance on 'emotional adjustment' which was explained by two predictor 
variables namely 'centralization' and 'formalization' — dimensions of `organizational 
climate'. Table-4.3(a) of ANOVA shows that both predictors emerged as significant 
predictor variables of `emotional adjustment as their F value (F = 14.813) are found 
statistically significant beyond .01 level of confidence. 
Table-4.3: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Emotional Adjustment a dimension of Adjustment 
Model R R Square Ad justed R Square 
Std. Error of the 
Estimate 
1 .262(a) .069 .066 3.421 
2 .301(b) .091 .085 3.386 
a Predictors: (Constant), Centralization 
b Predictors: (Constant), Centralization, Formalization 
Table-4.3(a): ANOVA 
Model 
Sum of 
Squares df Mean Square F 	81g. 
1 Regression 257.730 1 257.730 22.024 .000 
Residual 3487.270 298 11.702 
Total 3745.000 299 
2 Regression 339.673 2 169.837 14.813 .000 
Residual 3405.327 297 11.466 
Total 3745.000 299 
Predictors: (Constant), Centralization 
Predictors: (Constant), Centralization, Formalization 
Dependent Variable: Emotional Adjustment 
Furthermore, Table-4.3(b) of coefficients mentioned beta value in its step-2 
under column of standardized beta that 'formalized communication' contributes 
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(3 = -.2131 and 'formalization' contributes p = .151 to 'emotional adjustment'. The 
beta value of both predictor variables are found statistically significant at .01 level of 
confidence. The beta value of centralization' represent negative contribution to 
`emotional adjustment' while in the other case formalization' contribute positively to 
`emotional adjustment'. 
Table-4.3(b): Coefficients 
Model Predictors 
Unstandardized 
Coefficients 
Standardize 
d 
Coefficients 
t Sig. 
B 
Std. 
Error Beta 
I (Constant) 36.711 2.737 13.413 .000 
Centralization -1.500 .320 -.262 4.693 .000 
2 (Constant 30.608 3.543 8.639 .000 
Centralization -1.323 .323 -.231 4.090 .000 
Formalization .172 .064 .151 2.673 .008 
According to the findings, two of the three predictor variables of total security 
personnel `emotional adjustment' — a second facet of `adjustment' i.e., 'formalized 
communication' (influencing negatively) and 'formalization' (influencing positively) 
are similar to the findings obtained in table-4.2. `Formalized communication' due to 
its rigidity and non-flexible nature will not let the employees' to mentally attach 
themselves to their work and they will start feeling suffocated and bounded, resulting 
in emotional disturbance or emotional mal-adjustment. While in case of 
`formalization' with regard to emotions at work, employees' are satisfied with their 
formalized organizational structure because they are getting every possible help from 
the organization in relation to their work and roles with clear cut instruction without 
any confusion, as a result of which, they do not feet like putting stress on their minds 
to decide things like 'what to do', `how and when to do'. Moreover, organization 
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sometimes does allow some informal communication within the organization or 
between employees. Therefore, with such organizational help police and private 
security personnel's' try their best to emotionally adjust with the organization in spite 
of few odd conditions. Now moving towards third negatively emerged predictor 
variable, viz., 'centralization' for total security personnel `emotional adjustment'. 
`Centralization' in any organization is the spotlight of pre-eminence and control 
which lies in the hands of very few people and implementation of this obstruct notion 
will bring out both positives and negatives. According to Fayol, "everything which 
goes to increase the importance of the sub-ordinates role is decentralization and 
everything to reduce it is centralization". Although `centralization' has many 
advantages like uniformity in action, personal leadership, improved quality of work 
and better co-ordination etc. But, here in our findings, employees' feel like as if they 
are being controlled by a remote and are supposed to work like robot without their 
emotional concern for the work and self. Employees' are always expected to work 
according to what has been dictated to them and no officer with low rank has the right 
to take a decision on any issue in the absence of the superiors. Hence, all this 
ultimately causes `psychological reluctance' resulting in affected `Emotional 
adjustment'. Therefore, `centralization' process requires a cleaver yet delicate way of 
handling employees' in order to sustain for a longer period of time and this can be 
achieved by mixing `centralization' along with little `decentralization'. As mixture of 
`centralization' and `decentralization' is the practice of today's organizations. 
The aforementioned writing was pertaining to the significant predictors of 
`adjustment' and its two dimensions. But now, the onward deliberation will pertain to 
another criterion variable namely `work identification' and its two dimensions 
separately. So, firstly predictors of 'work identification' will be described and 
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discussed and then its two dimension namely `importance attached to work' and 
`satisfaction of need through work' taken up separately. 
Table-4.4 indicates that two predictor variable viz, ` total organizational 
climate' and `professional help' — a dimension of `organizational climate' emerged as 
significant predictors and showed 8.1% (R2 = .081) of variance in `Work 
identification' as a whole as their F-value is given in Table 4.4(a) are (F = 14.262) 
significant far beyond .01 level of confidence. 
Table-4.4: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Work Identification as a Whole 
Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
1 .272(a) .074 .071 3.446 
2 .296(b) .088 .081 3.425 
a Predictors: (Constant), Total Organizational Climate 
b Predictors: (Constant), Total Organizational Climate, Professional help 
Table-4.4(a): ANOVA 
Model Sum of Squares df 
Mean 
Square F 51g. 
1 Regression 281.565 1 281.565 23.717 .000 
Residual 3537.832 298 11.872 
Total 3819.397 299 
2 Regression 334.679 2 167.340 14.262 .000 
Residual 3484.718 297 11.733 
Total 3819.397 299 
Predictors: (Constant), Total Organizational Climate 
Predictors: (Constant), Total Organizational Climate, Professional help 
Dependent Variable: Total Work Identification 
Analysis in its further step highlights coefficients of regression given in Table-
4.4(b). The table provides beta scores that indicate the relative contribution of each 
significant predictors to the criterion variable namely `work identification'. Hence, it 
is clear at step-2 of Table-4.4(b) that organizational climate' is contributing 0.203 (pi- 
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value) whereas 'professional help' 0.136 ((i-value) in 'work identification' — as a 
whole and their relation of predictor variables with criterion variables are found 
positive and significant at .05 level of confidence. It is also clear from beta values that 
`organizational climate' accounts for greater impact on `work identification' than the 
other variable namely, 'professional help'. 
Table-4.4(b): Coefficients 
Unstandardized Standardized 
Coefficients Coefficients 
Std. Model Predictors t Sig. 
B Error Beta 
1 (Constant) 28.333 4.071 6.959 .000 
Total 
Organizational .172 .035 .272 4.870 .000 
Climate 
2 (Constant) 28.126 4.049 6.947 .000 
Total 
Organizational .129 .041 .203 3.167 .002 
Climate 
Professional 338 .159 .136 2.128 .034 Help  
Dependent Variable: Total Work Identification 
It is evident from the above findings that, 'total organizational climate' and 
'professional help' have emerged as positive significant predictors in relation to `work 
identification' as a whole for total security personnel. `Organizational Climate' 
simply means employee perceptions or feelings about their organization. It means that 
`organizational climate' plays an important role in shaping employees behavior and 
influence work efficiency. In most jobs, there is a gulf between what employees' need 
to `get by' and what they can do if they perform at their fullest potential and a positive 
'Organizational climate' is said to be a catalyst that will encourage this discretionary 
effort. "Organizations that have bigger goals to achieve require happy and well 
identified staff' (Oshagbemi, 20D0). Therefore, it is one of the main goals of every 
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organization to encourage its employees' to empower themselves. By giving first 
priority to `organizational climate' by making it positive and conducive for 
employees', is said to be one of the key to work efficiently and effectively. To remain 
competitive for organizations are to foster the continuous innovate atmosphere to set 
in motion in its internal processes, procedures, and capabilities (Merrifiled, 2000). 
Moreover, organizations should have programs for all kinds of training and 
disciplines and let the employees' to communicate freely about their opinions and 
ideas for creating and maintaining innovative climate. Organization must try to 
formulate goals and design organizational structure to meet the expectations and 
needs of employees'. This is to say that the idea of working with employees' rather 
than through them connotes a mutual participation of the organization and employees' 
towards the attainment of organizational goals and objectives. By doing this, not even 
employees' work at their best but also show full job involvement, thereby proper 
work identification. In case of second predictor variable 'professional help' (as 
discussed earlier in table 4.3), but in relation to `work identification' as a whole `, 
professional help' makes a big difference in the organizational growth thereby making 
a long term strategic plans by keeping in mind about the needs and desires of 
employees', and their overall development to make them feel better and work better 
for the targeted organizational goals. As a result, employees' identify themselves with 
their work in the way they want to do it with full comfort resulting in enhanced 
organizational growth. 
Having given the description and interpretation of the results on `work 
identification' as a whole (a criterion variable), now ongoing deliberation will pertain 
to identify the predictive influence of predictor variables on various dimensions of 
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`work identification' viz., importance attached to work' and `satisfaction of need 
through work' separately. 
Table-4.5 presents the significant predictors of `importance attached to work' 
— a dimension of `work identification'. Table-4.5 highlights the model summary of 
'importance attached to work' which indicates that `organizational climate' — as a 
whole, 'centralization', `standardization' and 'concern for welfare' — the three 
dimensions of 'organizational climate' are found significant predictors of `importance 
attached to work' for the total sample of security personnel and account 10% of 
variance (R2 = .100). Table-4.5(a) of ANOVA clearly indicates significance of model 
summary as their F value (F = 9.299) are found significant at .01 level of confidence. 
Table-4.5: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Importance Attached to Work a dimension of Work Identification 
Model R 	RSquare 
Adjusted R 
Square 
Std. Error of the 
Estimate 
1 .243(a) .059 .056 1.642 
2 .279(b) .078 .072 1.629 
3 302 c 091 - 	 .082 1.619 
4 .335(d) .112 .100 1.604 
a Predictors: (Constant), Total Organizational Climate 
b Predictors: (Constant), Total Organizational Climate, Centralization 
c Predictors: (Constant), Total Organizational Climate, Centralization, 
Standardization 
d Predictors: (Constant), Total Organizational Climate, Centralization, 
Standardization, Concern for welfare 
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Table-4.5(a): ANOVA 
Model 
Sum of 
Squares dl 
Mean 
Square F Sig. 
1 Regression 50.573 1 50.573 18.750 .000 
Residual 803.774 298 2.697 
Total 854.347 299 
2 Regression 66.679 2 33.339 12.571 .000 
Residual 787.668 297 2.652 
Total 854.347 299 
3 Regression 78.047 3 26.016 9.920 .000 
Residual 776.300 296 2.623 
Total 854.347 299 
4 Regression 95.659 4 23.915 9.299 .000 
Residual 75S.688 295 2.572 
Total 854.347 299 
Predictors: (Constant), Total Organizational Climate 
Predictors: (Constant), Total Organizational Climate, Centralization 
Predictors: (Constant), Total Organizational Climate, Centralization, Standardization 
Predictors: (Constant), Total Organizational Climate, Centralization, Standardization, 
Concern for welfare 
Dependent Variable: Importance Attached to Work 
Moreover, Table-4.5(b) of coefficients at step-4 under column beta indicates 
that 'total organizational climate' contribute (i = .155, 'professional management' 
(3 = —.146, 'standardization' 3 = .169 and 'concern for welfare' contribute (i = .167 in 
'importance attached to work' respectively. The beta values of all significant 
predictors are found significant at .05 level of confidence. The pattern of results 
indicate that all the beta values are found positive except the beta values of 
'professional management', and 'centralization' were found to be influencing 
negatively to 'importance attached to work'. 
Table-.5(b): Coefficients 
Unstandardized Standardized 
Coefficients Coefficients 
Std. Model Predictors t Sig. 
B Error Beta 
1 (Constant) 15.821 1.941 8.153 .000 
Total Organizational 073 .017 .243 4.330 .000 Climate 
2 (Constant) 15.960 1.925 8.291 .000 
Total Organizational .090 .018 .301 4.981 .000 Climate 
Centralization -.126 .051 -.149 2.464 .014 
3 (Constant) 15.921 1.914 8.316 .000 
Total Organizational ,074 .020 .246 3.743 .000 Climate 
Centralization -.119 .051 -.141 2.339 .020 
Standardization .147 .070 .127 2.082 .038 
4 (Constant) 15.855 1.896 8.362 .000 
Total Organizational .046 .022 .155 2.104 .036 Climate 
Centralization -.123 .050 -.146 2.451 .015 
Standardization .195 .072 .169 2.706 .007 
Concern for Welfare .455 .174 .167 2.617 .009 
Dependent Variable: Importance Attached to Work 
Above findings revealed `total organizational climate' as the most important 
and positive significant predictor of one of the facet of `work identification', i.e., ' 
importance attached to work ' in relation to total security personnel followed by many 
other predictor variables, viz. `centralization', `standardization', and `concern for 
welfare'. 'Organizational Climate' has already been discussed at length in table-4.4 in 
relation to 'work identification' as a whole. Therefore, in short we can say that 
`organizational climate' being positively conducive and innovative along with 
humanitarian approach makes security personnel well identified with their work 
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mentally, thereby showing their interest attached to work by giving effective 
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performance on daily basis. Now onwards, deliberation is ri lated to second negatively 
influencing predictor variable 'centralization' which is discussed in table 4.3, but still 
it is imperative to discuss it in relation to `work identifcation' facet- `importance 
attached to work'. 'Centralization' refers to the locus of 'decision making authority 
lying in the higher levels of a hierarchical relationship (iobbins & Decenzo, 2001; 
Tsai, 2000). Thus, it creates a non-participatory environment that reduces 
communication, commitment, and involvement with tasks and projects among 
employees' (Damanpour, 1991; Sivadas & Dwyer, 2000). However, under the 
increasingly dynamic and competitive pressure, employees' who have wider skills, 
expertise, and work responsibilities would need greater autonomy and self-regulation. 
If they have freedom, independence, and discretion to determine what actions are 
required and how best to execute them, they will accept the resulting decision because 
they have the opportunity to provide inputs and further communicate their ideas 
during decision making process. The more autonomy they possess, the more 
attachment and responsibility they will feel for the work role and context. Otherwise, 
`centralization' stands like a barrier in the development of i terest attached to work. 
The third positively influencing predictor variable is `standardization'. 
'Standardization' is the process of developing and implementing technical standards 
for a co-ordination problem in the organization. A standard can be defined as a 
general agreement of a rule established by the authority r consensus, created and 
used by the various levels of interest and organization use the established standards to 
suit employees' needs in order to develop employees' attachment for their work. 
Sometimes standard are loved or crushed by the employees' who by the nature of 
their profession seek innovative solutions using the latest ethnology, which may or 
may not fall within the realm of conformity. Actions of employees' that are 
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inconsistent, compatible or in conflict with the established standards of the 
organization will negatively affect the organizations reputation itself and that of 
employees' also. Such actions and inactions thereby detract security personnel overall 
ability to effectively protect the public, maintain peace and order. Hence, 
'standardization' needs to be done properly for a significant impact on work place 
efficiency. Because `Standardization' makes it sure thak officers should conduct 
themselves all the time in a manner that reflects the ethical standards consistent with 
the rules. Also, it guides employees' in conducting themselves and their affairs in a 
manner that reflects standards of the department and professionalism as required for 
law enforcement officers. `Standardization' provides guidance regarding specific 
policies, procedures and directives disseminated by the organization and high 
officials, immediate supervisors and commanders' thereby keeping officers alert. 
Thus, 'standardization' along with its effective and reasonable standards is aimed at 
achieving maximum organizational development by keepink check and balance on the 
daily activities and functions of employees' as the maintenance of organizational 
norms and policies are the main criteria of success for every standardized 
organization. 
Now, the discussion proceeds to fourth positively predicting variable `concern 
for welfare'. In today's world one of the major concerns of every organization is 
employees' welfare and its promotion. Because organization knows that happy 
employees' are very productive and promoting employees well-being helps to create 
happy and well identified employees'. Employees' welfar programs deals with the 
needs and wishes of employees' and also ask employees' tl provide suggestions like 
how to improve one's organization growth. As a result of which employees' feel as if 
they play an important role in the improvement of the orgadization thereby increasing 
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their confidence and motivation to work at their best for the organization. Employees' 
occupy a very strategic place in an organization and in order to let them perform their 
crucial roles effectively there need to exist a strong cotdiai relationship between 
employees' and the organization. Moreover, organization (should be empathetic with 
the employees' and allow flexible hours as well as job sharing policies to allow 
employees' to take care of urgent family needs. So, instead of burnout employees', 
organization should try to create an environment that hllps them to balance their 
professional and personal lives. Employees', who are happy with the organization as a 
whole, show up emotional attachment to their work and work place which results in 
giving their best performance by doing their work correctly with full zeal and zest. 
Therefore, creating a climate of employee wellness and ell-being can surely be a 
positive step for every organization as it largely contributes to enhance morale of the 
employees' and ultimately organizational growth. 
Another, criterion variable is that of `satisfaction of need through work'. 
Table-4.6 provide clear information about the model sumiF ary of predictor variables 
indicate that three predictors i.e., `organizational climate' I— as a whole, `professional 
help' and `formalization' — the two dimensions of'organizational climate' account 
11% of variance (RZ = .110) in 'satisfaction of need thro gh work — a dimension of 
'work Identification' as its F value (F = 13.283) give in Table-4.6(a) is found 
significant far beyond .01 level of confidence. 
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Table-4.6: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Satisfaction of Need through Work a dimension of Work 
Identification 
Model R R Square Adjusted R Square Std. Error of the Estimate  
284(a) .081 .078 2.023 
2 .322(b) .104 .098 2.001 
3 .344(e) .119 .110 1.987 
a Predictors: (Constant), Total Organizational Climate 
b Predictors: (Constant), Total Organizational Climate, Professional help 
c Predictors: (Constant), Total Organizational Climate, Professional help, Formalization 
Table-4.6(a): ANOVA 
Model 
Sum of 
S uares 	df Mean S uare F Sig.  
1 Regression 107.137 1 J107.137 26.185 .000 
Residual 1219.299 298 4.092 
Total 1326.437 299 
2 Regression 137.342 2 68.671 17.152 .000 
Residual 1189.095 297 4.004 
Total 1326.437 299 
3 Regression 157.380 3 52.460 13.283 .000 
Residual 1169.057 296 3.950 
Total 1326.437 299 
Predictors: (Constant), Total Organizational Climate 
Predictors: (Constant), Total Organizational Climate, Profe sional help 
Predictors: (Constant), Total Organizational Climate, Professional help, Formalization 
Dependent Variable: Satisfaction of Need through Work 
Table-4.6(b): Coefficients 
Unstandardized I Standardized 
Model Predictors Coefficients coefficients t Sig. 
B Std. Error Beta 
I (Constant) 11.741 2.390 4.912 .000 
Total Organizational 
Climate .106 .021 .284 5.117 .000 
2 (Constant) 11.585 2.365 4.898 .000 
Total Organizational 
Climate .073 .024 .197 3.093 .002 
Professional hel .255 .093 .175 2.747 .006 
3 (Constant) 10.999 2.363 4.654 .000 
Total Organizational .107 .028 .287 3.836 .000' Climate 
Professional help .213 .094 .146 2.271 .024' 
Formalization -.099 .044 -.146 2.252 .025 
Dependent Variable: Satisfaction of Need through Work 
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Moreover, Table-4.6(b) of coefficient at its step-3 I der column beta indicates 
the relative predictive influence of predictor variables in `satisfaction of need through 
work'. The j3 value of `total organizational climate', `professional help' and 
'formalization' are (3 = .287, (1 — .146 and G3 = -.146 respectively. The beta values of 
all three predictors are significant at .01, .024 and .025 letjel of confidence. The beta 
of 'formalization' indicate negative influence on `satisfaction of need through work' 
while other two predictor variable i.e., ' total organizational climate' and `professional 
help' influence positively to the criterion variable, namely satisfaction of need 
through work' a dimension of `work identification'. 
`Total organizational climate' and 'profession help' of total security 
personnel once again emerged as a positively influenci g variables in relation to 
second facet of `work identification' i.e., 'satisfaction of need through work'. 
Discussion about the 'organizational climate' and 'professional help' in relation to 
work identification as a whole has already been given in Table-4.4. Therefore, at each 
point giving the whole description about the repeatedly infl l encing predictor variables 
is not warranted. But still here, it can be added that `total 1,rganizational climate' and 
employees' behaviour are interdependent. Therefore, it s important for both the 
superiors and subordinates that each must exercise some give and take in achieving 
mutually beneficial relationships as a result of which employees' at work are ready to 
do their best for the success of their organization. In addition, superiors with their 
`professional help' try to create positive and conducive 'organizational climate' by 
improving their skills, knowledge and expertise to offeI the highest quality and 
exemplary professional services. Hence, all this helps to ignite more enthusiasms and 
ambition among employees' resulting in enhanced work erformance and in return 
they can thrive and satisfy their needs through work. Alon with these two predictor 
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variables, one more predictor variable 'formalization' has merged interestingly in a 
negative way in relation to 'satisfaction of need through work', so it needs to be 
discussed in a specific manner. As we know that `formali lation refers to the degree 
to which jobs within the organizations are structured and the extent to which 
employees' behaviour is guided by rules and procedures (Hdrew & Kacmar, 2001; 
Robbins & Decenzo, 2001). In organizations with high). `formalization' there are 
explicit rules and procedures which are likely to impede the spontaneity and 
flexibility needed for internal innovation (Bidault& Cummings, 1994). Thus, 
`Formalization' would result in possibility of employees' engagement in alternative 
behaviours different from the expected behaviours by organization and remove the 
willingness of their retention in the same organization (Robbins &Decenzo, 2001). As 
tasks are pre-programmed by the organizations, there is less I need for employees' to 
discuss how work should be done thereby giving them the feeling of powerlessness. 
Hence, due to high 'formalization' employees' start behaving in a certain consistent 
manner with reduced innovativeness, motivation, satisfaction, and most importantly 
proper `Work identification'. 
The above description and discussion of results were related to see the 
protective influence of different predictors on the two cr(terion variables and their 
facets for the sample group of police rersonnel irrespective of their sub-sample group. 
Now, onward deliberation of results will highlight for the different sub-sample groups 
consisting of `public-police personnel' and `private security personnel', separately 
that will provide comparative picture of results between the two groups of police 
personnel. 
Table-4.7 to Table-4.7(b) clearly states the ignificant predictors of 
`adjustment' for the sub sample group of `public police personnel' and `private 
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security personnel' separately. Table-4.7 showed the mo I el summary of both sub-
sample groups, the coefficient of determination for `public-police personnel' and 
`private security personnel' are Rr = .176 and Rz = .031 respectively. A look over the 
Table-4.7(a) of ANOVA that for both the sub-sample group of police personnel, the 
value of F (F= 16.926 and F=5.771), which is found ignificant at .01 level of. 
confidence. 
Table-4.7; 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Adjustment on Sub-Sample Group of Police Personnel 
Adjusted Std. Error of 
Sub-Sample Group Model R R Square R Square the Estimate 
Public Police 1 .371(a) .137 .132 4.227 
Personnel 2 .433(b) .187 .176 4.117 
Private Security 1 
Personnel .194(c) .038 .031 4.417 
a Predictors: (Constant), Organizational Risk Taking 
b Predictors: (Constant), Organizational Risk Taking, Formblized communication 
c Predictors: (Constant), Formalized communication 
Table-4.7(a): ANOVA 
Sub-Sample 
Group Model 
Sum of 
Squares df 
Mean 
Square F 81g. 
Public Police 
Personnel 
I Regression 420.971 1 420.971 23.566 .000 
Residual 1 2643.802 148 L  17.864 
Total 3064.773 149 
2 Regression 573.664 2 286.832 16.926 .000 Residual 2491.109 147 16.946 
Total 3064.773 149 
Private 
Security 
Personnel 
1 Regression 112.614 1 112.614 
5.771 .018 Residual 2888.060 148 19.514 
Total 3000.673 149 
Predictors: (Constant), Organizational Risk Taking 
Predictors: (Constant), Organizational Risk Taking, Formalized communication 
Predictors: (Constant), Formalized communication 
Dependent Variable: Total Adjustment 
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Moreover, Table-4.7(b) gives the relative contribution of finally emerged 
significant predictors for the two sub-sample groups of police personnel. So far as the 
category of `public police personnel' is concerned in step-2 under the column beta 
shows that two factors related to `organizational climate' namely 'organizational risk 
taking' and `formalized communication' have emerged as significant predictors which 
contribute relatively (i = .337 and (3 = -.226 respectively. The beta value of both the 
predictors represent that 'formalization' is more importaI t in building the level of 
adjustment among the public police personnel as compare to 'formalized 
communication' because its negative value of beta represe¢t the inverse relation with 
`adjustment' means the higher the level of `formalized communication'I 	the lower will 
be the level of adjustment in the members of `public police'. 
Table-4.7(b): Coefficients 
Unstandardize Standardized 
Sub- d Coefficients Coefficients 
Sample Model Predictors Std. t Sig. 
Group B Error Beta 
Public I (Constant) 8.637 5,069 1.704 .090 
Police Organizational 863 .178 .371 4.854 .000 Personnel Risk Taking  
2 (Constant) 22.868 6.845 3.341 .001 
Organizational 786 .175 .337 4.487 .000 Risk Taking  
Formalized -1.421 .473  226 3.002 .003 Communication 
Private 1 (Constant) 47.372 6.390 7.414 .000 Security 
Formalized Personnel 
Communication _1.779 .741 -.194 2.402 .018 
Dependent Variable: Total Adjustment 
While comparing the findings of `public and privy e security personnel', we 
found that in both groups one predictor variable 'formalized communication' is 
influencing negatively on both groups `adjustment' as a whole. But in case of 'public 
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police Personnel' one more predictor `organizational risk taking' has positively 
emerged in relation to `adjustment' as a whole. In defense of the aforementioned 
findings specifically in relation to 'formalized communici tion', there is no need to 
elaborate as its explanation is given in Table-4.1 in relation to `adjustment' as a whole 
for the total sample which is very much relevant here too. This similar finding 
revealed the fact that both `public and private security personnel' are not happy with 
their organizations official communication system, specially 'public police' due to 
their hectic work nature on daily basis. As far the predictor variable `organizational 
risk taking' in relation to 'public police personnel' 'adjustment' as a whole is 
concerned, there is a need of explanation and discussion because it has not been 
emerged earlier in relation to any criterion variable. Whether it is a police 
organization or any other corporate organization, employees' are basically afraid of 
taking risks, because it is a human tendency to always goor sale and secure climate. 
But with the changing world and technologies, poke organization requires 
employees' with new thinking and innovation. In order to (prepare employees' to take 
risks for the better of organizational growth, organization has to build ways for 
employees' to hedge their bets and overcome their fear and obstacles. It has been seen 
that many low rank officers do not understand how to take risk due to lack of proper 
knowledge and organizational encouragement. For this, organization needs to create a 
climate that will encourage risk taking attitude among pblice personnel as well as 
organize training program with latest equipment's thereb i educating employees 'on 
the basics of risk taking, i.e., how to take risks, what kinds of risks to take, when to 
take risks, and what physical or psychological barriers thli y may need to overcome. 
Police personnel encounter with many risky situationsalmost on daily basis and 
sometimes they are supposed to take risks for which they are not trained even, 
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therefore along with proper training , timely follow up se 
and update officers' risk taking skills as well as psycho] 
risks is very important. Moreover, organizations need to 
risk taking behaviors of the employees' in order to coi 
among them. In short, `organizational risk taking' is ii 
transforming habits, skills, values, knowledge and attitui 
ms in relation to improve 
at preparation for taking 
yard, praise and reinforce 
ue and to develop factor 
irtant for developing and 
of the employees' for the 
purpose of increasing their effectiveness in their present assignments and preparing 
them for the future needs and for this superiors should personally command, control, 
regulate, oversee and supervise all training activities. Mo r eover, our `organizational 
risk taking' finding also make this clear that `public polic~personnel' organization is 
taking care of their risk taking programs and training to improve their performance by 
working on their strengths and weaknesses. By doing this, police officers apart from 
their monotonous work nature will find themselves enough capable and voluntarily 
grasp opportunities to utilize their abilities and exp riences energetically for 
organization betterment thereby showing overall `adjustmet'. 
11~In case of `private security personnel' perusal of t first step highlights only 
one predictor namely, `formalized communication' — a di ension of `organizational 
climate' emerged as significant predictor of `adjustminf. The beta value of 
'formalized communication' is -.194, which is negative and significant at .01 level of 
confidence. 
Table-4.8 to Table-4.8(b) indicates the significant predictor of `social 
adjustment' for the sub-sample group of `public police personnel' and 'private 
security personnel'. It is witnessed from Table-4.8 that only one variable viz., 
'formalization' account 9.6% of variance (R. _ .096) in ` eclat adjustment' for the 
sub-sample group of `public police personnel' while in case of `private security 
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personnel', `formalized communication' account 5% (1(2  = X1050) of variance in `social 
adjustment' as their F value given in Table-4.8(a) found IJ= 16.865 and F = 8.853) 
respectively significant at .01 level of confidence. The bet value of 'formalization' — 
a significant predictor for the sub-sample group of `public police personnel' is .320 as 
shown in column beta. For the sub-sample group of `private security personnel' the Q-
value of `formalized communication' is -.238. Both of these contributions are 
significant at .01 level of confidence. 'People orientation'( (3 = .244 which is clearly 
shown under the column beta. The beta value of `people orientation' found significant 
at .003 level of confidence. 
Table-4.8: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Social Adjustment on Sub-Sample Gro1p of Police Personnel 
R Adjusted Std. Error of 
Model Sub-Sam 
 
leGrop R the Estimate 
Public Police Personnel 1 .320(a) .102 .096 1.231 
Private Security I .238(b) 	.056 .050 1.575 Personnel 
a Predictors: (Constant), Formalization 
b Predictors: (Constant), Formalized communication 
Table-4.8(a): ANOVA 
Sub-
Sample 
Group 
Mode 
I 
Sum of 
Squares df 
Mean 
Square F Sig. 
Public 
Police 
Personnel 
I Regression 25.574 1 25.574 16.865 
.000(a) Residual 224.426 148 1.516 
Total 
250.000 149 
Private 
Security 
Personnel 
I Regression 21.955 1 1121.955  8.853 
.003(b) Residual 367.038 148 2.480 
Total 388.993 149 
Predictors: (Constant), Formalization 
Predictors: (Constant), Formalized communication 
Dependent Variable: Social Adjustment 
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Table-4.9(b): Coefficients 
Sub- I Unstandardized Standardized 
Sample Coefficients Coefficients 
Std, Group Model Predictors t Sig. 
B Error Beta 
Public 1 (Constant) 2.749 1.477 1.861 .065 
Formalization Police 
Personnel .213 .052 .320 4.107 .000 
Private 1 (Constant) 15.440 2.278 6.778 .000 Security 
Formalized Personnel 238 communicatio -.786 .264 2.975 .003 
n 
Dependent Variable: Social Adjustment 
Once again we get the same findings for `public police personnel' and `private 
security personnel' 'social adjustment' — one of the facets of 'adjustment'. It can be 
seen that here 'formalization' in case of 'public police' has emerged as positive 
significant predictor of their `social adjustment'. It means pubic police personnel's are 
agreed with decisions made at the top level and mechanically carried out at the lower 
levels. In spite of being governed by the rules and procedures police personnel do not 
found themselves bound or mal-adjusted because they know that formalized structure 
provides them safe and sure climate along with a regular check on them which will 
help them in improving their performances. In order to deal with the routine, as well 
as, for handling the dynamic and ever changing law and other incidents, they need to 
have clear and specific instructions for dealing with all these situations. When people 
join their work place they carry on with them to social events from the society to 
which they belong and the same have their reflection in their professional task or 
responsibilities thereby in the same way when people come back to their society they 
also carry on their work related issues and problems, thus both are interdependent and 
inter-related. At the same time one cannot deny the fact that position and privileges at 
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work place do determine one's position in the society. Hence, due to `formalization' 
police personnel feel no role ambiguity, as everything in the organization is clearly 
defined and logically structured. As a result of which officers feel no work load, 
stress, confusion or miscommunication about their functions and duties because of the 
division of work among them according to their capabilities which in turn can save 
their time for other social activities where they actively participate leading to their 
social adjustment along with work place adjustment. 'Formalized Communication' in 
case of `private security' has emerged as a negative significant predictor of their 
`social adjustment'. It means that `private security personnel' are not able to adjust 
themselves with the official communication nature of organization. As we know, 
'formalized communication' is a "presentation or written piece that strictly adheres to 
rules, convections and ceremony, and is free of colloquial expressions". Therefore, 
too much of this official communication will not allow `private security personnel' to 
share their ideas and opinions resulting in high level of powerlessness. In the 
organization with pre-decided decisions and directions, almost in all situations and 
conditions, flowing from higher to lower level employees' views and suggestions 
never been sought in the system and therefore they suffer from the feeling of under-
participation and helplessness. Moreover, being in `private security', security 
personnel are little scared about losing their jobs as they are specifically hired and 
paid to do what exactly they are expected to do by the organization as well as by an 
individual who hire them. In addition to this, the working hours are also not certain, 
so in case of strenuous working conditions they are ought to be on duty with 
unpredictable schedule, time, and place which subsequently influence their `social 
adjustment'. 
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The other dimension of 'adjustment' is that of 'emotional adjustment'. Table-
4.9 shows the model summary of 'emotional adjustment' for the sub-sample group of 
police personnel. Table shows that sub-sample group of 'public police personnel 
have two significant predictor variables viz., 'formalization' and 'formalized 
communication', whereas for the sub-sample group of 'private security personnel' 
only one significant predictor namely, 'people orientation' emerged to influence 
'emotional adjustment' of personnel. Predictors of `public police personnel' and 
`private security personnel' shows 17.4% (R2 — .174) and 5.3% (R2 = .053) of 
variance in 'emotional adjustment' respectively, as their F value, F = 16.662 and 
9.354 in Table-4.9(a) are found significant for beyond .01 level of confidence. 
Table-4.9: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Emotional Adjustment on Sub-Sample Group of Police Personnel 
Adjusted Std. Error of 
Sub-Sample Group Model R R Square R Square the Estimate 
Public Police 1 340(a) .116 .110 3,515 
Personnel 2 .430(b) .185 .174 3.386 
Private Security 1 
Personnel .244(c) .059 .053 1.514 
a Predictors: (Constant), Formalization 
b Predictors: (Constant), Formalization, Formalized Communication 
c Predictors: (Constant), People Orientation 
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Tahle-4.9(al: ANOVA 
Sub-Sample 
Group Model 
Sum of 
Squares df 
Mean 
Square F 81g. 
Public Police I Regression 239.029 1 239.029 19.347 .000(a)  
Personnel Residual 1828.545 148 12.355 
Total 2067.573 149 
2 Re 	ession 382.085 2 191.042 16.662 .000(b) 
Residual 1685.489 147 11.466 
Total 
2067.573 149 
Private 
Security 
Personnel 
1 Regression 21.445 1 21.445 9.354 .003(c) 
Predictors: (Constant), Formalization 
Predictors: (Constant), Formalization, Formalized communication 
Predictors: (Constant), People Orientation 
Dependent Variable: Emotional Adjustment 
Table-4.9(b): Coefficients 
Sub- Unstandardized Standardized 
Sample Coefficients Coefficients 
Std. Group Model Predictors t Sig. 
B 	Error Beta 
Public I (Constant) 5.888 4.216 1.397 .165 
Police Formalization .650 .148 .340 4.398 .000 
Personnel 2 (Constant) 19.662 5.630 3.492 .001 
Formalization .575 .144 .301 3.996 .000 
Formalized -1.375 .389 -.266 3.532 .001 
Communication 
Private 1 (Constant) 45.288 .956 47.374 .000 
Security 
Personnel 
People .508 .166 .244 3.058 .003 
Orientation 
Dependent Variable: Emotional Adjustment 
In further step of analyses Table-4.9(b) of coefficients revealed the p value of 
significant predictors namely, `formalization' and `formalized communication' are 
.301 and -.266 respectively to 'emotional adjustment' for the sub-category of `public 
police personnel', and their contribution found significant at .01 level of confidence. 
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Whereas for the sub-group of `private security personnel', `people orientation' (i = 
.244 which is clearly shown under the column beta. The beta value of 'people 
orientation' found significant at .003 level of confidence. 
These findings are somewhat similar to that of earlier findings with a slight 
change. Here both 'formalization' in a positive way and 'formalized communication' 
in a negative way have been emerged as significant predictors of `public police' 
`emotional adjustment' — second facet of `adjustment'. While a new predictor variable 
`people orientation' has emerged as a positive significant predictor for `private 
security' 'emotional adjustment'. We have already given much explanation about the 
findings revealed for `public police', hence, in nutshell we can conclude the 
discussion with few lines that `formalization' helps police personnel to do their work 
clearly without any role conflict so that they feel more focused and work committed 
with no doubt as work commitment is the basic need of one's emotional attachment to 
work. As far as `formalized communication' is concerned, police personnel can smell 
that organization is not giving a dime care about their feelings and emotions and this 
continuous official communication pressure leads to a stage where psychological 
homeostasis of the officers are greatly affected thereby resulting in negative 
`emotional adjustment'. Now moving towards a positively emerged predictor 
variable, `people orientation'- a dimension of 'organizational climate' in relation to 
`emotional adjustment' of `private security personnel'. `People Orientation' or it can 
be said that 'Employee orientation' is one of the neglected functions in many 
organizations. `People Orientation' refers to the degree to which the management 
takes in to consideration the effect of decisions made and the outcome of these 
decisions on the employees' in the organization. As per findings, we got to know that 
private security organization is taking care of employee orientation. Basically, 
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employee orientation is must for the success of private security firms because their 
employees' are not well trained like' public police' and moreover they are hired by 
the general public and not by the government. This is to say that 'private security' 
employers are primarily accountable to their clients for the performance of their 
security personnel; hence the management takes utmost care of 'people orientation' 
programs. `Employee orientation' is often reflected in the degree of employee 
participation in the decision making process of organization. Thus, orientation being a 
nice gesture put on by the organization also serves as an important element of 
recpritment, work efficiency, productivity, turnover, and most importantly employee 
retention. Oriented employees' gain an insight understanding of what is expected 
from them and in turn what they expect from the organization and this happens only 
when employees' mentally recognize their work and work place requirements. 
`Emotional adjustment' is an important aspect of human being particularly at work; 
therefore, orientation can enhance employees' interest by making them feel they are 
the productive part of organization thereby involving them emotionally towards work. 
Private security personnel's are not basically trained and oriented like `Public Police', 
therefore, their proper orientation is necessary for their personal development like a 
law empowered bodies to make them capable of giving good personal security to 
organization as well as to people who hire them. 
Having deliberated on the significant predictors of 'adjustment' and its two 
dimensions, now onward deliberation is related to `work identification' and its two 
facets as it is another criterion variable which was taken for empirical investigation. 
As have already been done, the description and discussion of results will follow the 
same pattern for describing and discussing the predictor of `work identification' and 
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thereafter, its two dimensions namely 'importance attached to work' and `satisfaction 
of need through work'. 
In the first instance, the Tables from 4.10 to 4.10(b) has been taken which 
highlight the significant predictors of 'work identification' — as a whole for the sub 
sample group of personnel. Table-4.1 0 present model summary which shows that for 
the group of 'public police personnel' two predictor variables, namely, 'organizational 
climate' and `standardization' account 12.6% of variance (R2 = .126) in Work 
Identification' as their F value F = 11.754 in Table-4.10(a) of ANOVA is statistically 
found significant far beyond .01 level of confidence. in case of `private security', 
`people orientation', `standardization', and 'professional management' — the three 
dimensions of 'organizational climate' found to account 11.8% (R2 = .118) of 
variance in 'work identification' (Table 4.10). The F value present in Table 4.10(a) of 
ANOVA in the category of `private security' is 7.651 which are found significant far 
beyond .01 level of confidence. 
Table-4.10: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Work Identification on Sub-Sample Group of Police Personnel 
Sub-Sample 
Group Model R 
R 
Square 
Adjusted 
R Square 
Std. Error of 
the Estimate 
Public Police 
Personnel 
1 .327(a) .107 .101 4.568 
2 .371(b) .138 .126 4.503 
Private Security 
Personnel 
1 .244(o) .059 .053 1.514 
2 .302(d) .091 .079 1.493 
3  .369(e) .136 .118 1.461 
a Predictors: (Constant), Total Organizational Climate 
b Predictors: (Constant), Total Organizational Climate, Standardization 
c Predictors: (Constant), People orientation 
d Predictors: (Constant), People orientation, Standardization 
e Predictors: (Constant), People orientation, Standardization, Professional 
management 
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After discussing ANOVA, multiple regression analysis in its further process in 
analyzing the data presents coefficients which are given in Table-4.IO(b). In this table 
the contribution of each predictor variables have been given. In case of `public police 
personnel, it is clearly mention at Step-2 under the column beta, the (3 value of 
`organizational climate' is .246 whereas for `standardization' p = .193. The 
contributions of these two predictors are also found significant at .004 and .02 levels, 
which indicate that 'organizational climate' and 'standardization' are important for 
enhancing `work identification' of 'public police personnel'. For the group of 'private 
security personnel', it is evident from Table 4.10(b) at Step-3 that `standardization', 
`people orientation' and 'professional management' are significant predictors of 
`work identification' and these three predictor variables contribute relatively to work 
identification are (i = .235, (i = .250 and (i = -.221 respectively as given in beta 
column of coefficients. All the values of beta are significant far beyond .01 level of 
confidence. It is important to mention that `standardization' and 'people orientation' 
influence positively to `work identification' while 'professional management' found 
influencing negatively to the `work identification'. 
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Table-4.10(a): ANOVA 
Sub-
Sample 
Group Model 
Sum of 
Squares dl' 
Mean 
S uare F Sig. 
Public 
Police 
Personnel 
I Regression 370.127 1 370.127 17.741 .000(a) 
Residual 3087.747 148 20.863 
Total 3457.873 149 
2 Regression 476.730 2 238.365 11.754 .000(b) 
Residual 2981.144 147 20.280 
Total 3457.873 149 
Private 
Security 
Personnel 
I Regression 21.445 1 21.445 9.354 .003(c) 
Residual 339.328 148 2.293 
Total 360.773 —149 
2 Regression 32.886 2 16.443 7.372 .001(d) 
Residual 327.887 147 2.231 
Total 360.773 149 
3 Regression 49.014 3 16.338 7,651  •000(e) Residual 311.759 146 2.135 
Total 360.773 149 
Predictors: (Constant), Total Organizational Climate 
Predictors: (Constant), Total Organizational Climate, Standardization 
Predictors: (Constant), People orientation 
Predictors: (Constant), People orientation, Standardization 
Predictors: (Constant), People orientation, Standardization, Professional management 
Dependent Variable: Total Work Identification 
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Table-4.10(b): Coefficients 
Unstandardized Standardized 
Sub- Coefficients Coefficients Sig 
Std, Sample Model Predictors t 
Group B Error Beta 
Public 1 (Constant) 20.481 6.565 3.120 .002 
Police Total 
Personnel Organizational .237 .056 .327 4.212 .000 
Climate 
2 (Constant) 16.493 6.702 2.461 .015 
Total 
Organizational .178 .061 .246 2.914 .004 
Climate 
Standardization .806 .352 .193 2.293 .023 
Private 1 (Constant) 45.288 .956 47.374 .000 
Security 
Personnel 
People 
Orientation .508 .166 .244 3.058 .003 
2 (Constant) 41.571 1,893 21.963 .000 
Standardization .290 .128 .181 2.265 .025 
People 
Orientation .578 .167 .277 3.466 .001 
3 (Constant) 44.154 2.077 21.260 .000 
Standardization .376 .129 .235 2.913 .004 
People 
Orientation .521 .164 .250 3.166 .002 
Professional 
Management -.190 .069 -.221 2.748 .007 
Dependent Variable; Total Work Identification 
The above findings show positive influence of two predictor variables, viz., 
'total organizational climate' and `standardization' for 'public police personnel' 
`work identification' as a whole. And in relation to `private security personnel' `work 
adjustment' as a whole, three predictors, viz., 'people orientation', 'standardization', 
and `professional management' have been emerged. Out of these three predictor 
variables, `professional management' influenced negatively, whereas the other two 
are contributing positively. The glance discussion of predictor `total organizational 
climate' is there in Table-4.4. It is a fact that `organizational climate' plays an 
important role in shaping employees' behavior by helping them to identify their work. 
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A pleasant `organizational climate' acts as stimuli for the employees' to achieve 
optimal performance by working optimally for the orgatization, and lithe climate is 
unpleasant it will decrease the work spirit resulting in less optimal performance. 
Organizational factors like mentally challenging projects, reasonable rewards, 
supportive working conditions, supportive colleagues and congruent or personality fit 
with the work are essential elements for employee `work identification'. Therefore, 
police organization must try to formulate goals and design organization to meet the 
expectation and needs of the officers. This entire not only help employees' to develop 
get involved with the work and show proper identification, but also creates positivity 
in the police personnel by motivating them to perform better at work independently as 
well as interdependently in a coordinated manner with the organization to achieve 
common goals. 
Now the second predictor of `public police' `work identification' as a whole is 
`standardization' which is also elaborated in Table-4.1(b), but specifically here with 
`work identification' as whole we would like to discuss it further very briefly. 
`Standardization' refers to bring something into conformity with a standard aimed at 
achieving maximum overall organizational growth by keeping constant check on the 
functioning of police personnel. This is to say that, if police personnel are being 
watched every possible time in the organization in order to check whether they are 
correctly doing their work by maintaining standards will make and keep officers alert 
to work effectively. Moreover, officers are also supposed to co-operate and respect 
ethical standards of the organization, because they know what organization is doing is 
not only for its growth but also for officers development in a well standardized 
manner. As, police organization is considered dynamic, therefore it is must for the 
organization and the officers to maintain standards and always behave in a 
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standardized manner whether on-duty or off-duty which will help them to identify 
their work socially and professionally. 
Now our ongoing discussion moves to predictors of `private security 
personnel'. Here, we can see that `people orientation' is effecting positively. The 
basic explanation of this variable is discussed in Table-4.9 in relation to adjustment', 
but here in the light of `work identification' as a whole, we must say that private 
organizations thirst for keeping themselves ahead in the competitive race with the fast 
changing environment work on strategic work behaviors such as innovative behavior, 
knowledge sharing and employees' orientation, as focus on these are becoming more 
and more important to increase performance and gain competitive advantage. It is 
clear that private security organization is taking care of their officers' orientation 
programs. Employees are the core of every organization, so organization makes it sure 
that employees' feel welcome for their achievements and give them regular feedback 
by monitoring their performances. Orientation is a long term employee involvement 
and retention programs. Therefore, good orientation programs should try to focus on 
human factors, so that employees get identified to their work and this will ensure that 
employees' feel motivated, valued as a result of which they will always make an 
effort to do their best for the organization. Like `public police' `standardization' is 
also influencing `private security' `work identification' as a whole. Although the basic 
concept of `standardization' will remain the same, but a slight change in private 
organization standardization' process is that private organizations are very conscious 
about their images and are mainly responsible for their good and bad in comparison to 
public police. Therefore, they always keep their established standards maintained in a 
continuous way and their continuous tiring effort to be in competition with other 
organizations will increase their reputation in the society and attracts many 
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individuals to take their help and because of these standards many people hire security 
guards as status symbols also. Next to this, interestingly a new negatively emerged 
predictor variable is seen here in case of `private security' `work identification' as a 
whole — 'professional management'. It has been said that the difference between 
successful organizations and the rest is their ability to manage the organization from 
within. Therefore, `professional management' can be defined as the process of 
designing and maintaining an environment in which employees' are trained in a work 
oriented manner so that they can work together in groups or independently in a very 
expert way to efficiently accomplish organizational alignment by maintaining the 
standards of the organization. Here the management decides "who specifically will do 
what and when". Now the point is that if `professional management' is so important 
to every organizations success than why in our findings it is contributing negatively? 
So, we further analyzed and found that employees' perceive `professional 
management' a kind of dictatorship up to some extent where they are bound to do 
what is dictated to them without giving a dime care about their interests. Moreover, 
rewards, promotions, trust, specialized competence and expertise, recognition etc. are 
also found to be the another reasons for not perceiving `professional management' 
positive, as a result of which employees' show less interest and attachment to work. 
Hence, management should involve some essential skills in `professional 
management' design like technical, human and conceptual skills. Technical skills help 
to apply specialized knowledge in making specific, measureable, realistic, and timely 
attainable plans. Human skills involve the ability to work with, understand and 
motivate employees' and this requires sensitivity towards employees' issues and 
concerns. While conceptual skills involve critically analyzing and diagnosing a 
problematic situation with a feasible solution. As this cannot be achieved alone, thus 
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management should focus on management-employee relation programs. It has been 
observed that reward serve many purposes in organization as it directly affects the 
employee attachment to his work and willingness to work more efficiently. It is 
important to mention here that rewards are not only bonuses, salary hike, promotions 
etc., but intrinsic rewards tend to give personal satisfaction to employees' like 
feedback, trust, recognition, and empowerment. Hence, all these essential elements 
involve the use of employees' by the management very intelligently to improve 
organizational growth and standards by attaining excellence and quality in their 
performance. There is so much competition among many private organizations itself, 
therefore, if the organization does not take care of its `professional management' 
design with a humane approach than there are more chances of employee switch over 
to other private firms with better management styles. 
Table-4.11: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Importance Attached to Work on Sub-Sample Group of Police 
Personnel 
Std. Error 
Adjusted of the 
Sub-Sample Group Model R R Square R Square Estimate 
Public Police Personnel 1 .275(a) .076 .069 2.157 
2 .337(b) .114 .102 2.120 
3 .370(c) .137 .119 2.099 
Private Security 
Personnel 
1 .308(d) .095 .089 .788 
a Predictors: (Constant), Formalization 
b Predictors: (Constant), Formalization, Concern for welfare 
c Predictors: (Constant), Formalization, Concern for welfare, Standardization 
d Predictors: (Constant), Professional management 
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Table-4.11(a): ANOVA 
Sub-Sample 
Grou Model - 
Sum of 
Square 
s df 
Mean 
Square F Si . 
Public Police 
Personnel 
1 Regression 56.309 1 56.309 12.099 .001(a) 
Residual 688.784 148 4.654 
Total 745.093 149 
2 Regression 84.694 2 42.347 9.426 .000(b) 
Residual 660.399 147 4.493 
Total 745.093 149 
3 Regression 101.973 3 33.991 7.717 .000(c) 
Residual 643.120 146 4.405 
Total 745.093 149 
Private 
Security 
Personnel 
1 Regression 9.633 1 9.633 
15.506 .000(d) Residual 91,941 148 .621 
Total 101.573 149 
Predictors: (Constant), Formalization 
Predictors: (Constant), Formalization, Concern for welfare 
Predictors: (Constant), Formalization, Concern for welfare, Standardization 
Predictors: (Constant), Professional management 
Dependent Variable: Importance Attached to Work 
Table-4.11(b): Coefficients 
Unstandardized Standardized 
Sub- Coefficients Coefficients 
Std. Sample Model Predictors T Sig. 
Group B Error Beta 
Public 1 (Constant) 15.395 2.587 5.950 .000 
Police Formalization .316 .091 .275 3.478 .001 
Personnel 2 (Constant) 13.593 2.641 5.147 .000 
Formalization .275 .091 .239 3.033 .003 
Concern for 
Welfare 315 .205 .198 2.514 .013 
3 Constant 11.509 2.819 4.083. .000 
Formalization .209 .096 .182 2.185 .030 
Concern for 
Welfare .452 .206 .174 2.199 .029 
Standardization .321 .162 .166 1.981 .050 
Private 
Security 
I (Constant) 26.449 .612 43.228 .000 
Professional 
management 140 .036 -.308 3.938 .000 
Personnel 
Dependent Variable: Importance Attached to Work 
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Now, description and discussion of results will pertain to both the facets of 
`work identification'. Therefore, the first facets of 'work identification' is 'importance 
attached to work' which is statistically found to be significantly predicted by three 
predictor variables in the category of `public police personnel' while in the category 
of `private security personnel' while in the category of 'private security personnel' 
only one predictor variables has predictive influence in 'importance attached to work'. 
These finding are evident in the tables from Table-4.11 to Table-4.11(b). Table-4.1 1, 
in case of `public police personnel', `formalization', `concern for welfare' and 
`standardization' emerged as significant predictor and shows 11.9% (R2 = .119) of 
variance in `importance attached to work', For the group of 'private security 
personnel', 'professional management' was found significant predictor and shows 
8.9% (R2 = .089) of variance. Table-4.11(a) of ANOVA indicate the F value of both 
subsample group and showed that both the variance (F7.717 and F=15.506) are found 
significant far beyond .01 level of confidence. `Step wise multiple regression' 
(SMRA) in its further analysis revealed in the Table-4.11(b) of coefficients that 
indicate the beta value of `formalization', 'concern for welfare' and `standardization 
are .182, .174 and .166 respectively in `importance attached to work' for the group of 
`public police personnel'. In the category of `private security personnel', 'professional 
management' (3 = -.308. All the values of beta are found to have positive and 
significant influence on `importance attached to work' except `professional 
management', negative beta value of 'professional management' represent its 
negative influence on `importance attached to work'. 
In relation to `formalization' (Rizzo et al, 1970) said that it involves 
organizations set up on the basis of hierarchical relationships with a cleat and single 
flow of authority from the top to the bottom which result in more effective economic 
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performance and goal achievement than organizations set up without such authority. 
Therefore, through `formalization' we mean clear role definition regarding duties and 
responsibilities aiming at regulating behavior, helps to set expectation from each 
employee of the organization thereby enabling efficient work flow and divisions of 
responsibilities. Zuker (1977), found that lack of `formalization' in role definition 
cause much role ambiguity and hamper organizational efficacy. Hence, 
`formalization' helps employees' in role clarity with no role ambiguity or confusion 
and employees' somehow remain identified and attached with their work. Moreover, 
our findings also suggested that 'public police personnel' perceive their formalized 
organizational structure positive. Our second predictor variable 'concern for welfare' 
has also emerged earlier in relation to 'importance attached to work'- a facet of `work 
identification' for total sample, but here emerged only in relation to `public police'. 
As we know, `concern for welfare' of employees' is the utmost need of every 
organization and therefore the purpose of every organizations management should 
always be to work towards the attainment of goals by responding to the changing 
needs of employees'. `Concern for Welfare' involves watching out for the good of 
employees' by seeking several different objectives in promoting employees welfare 
like, flexible working hours to meet employees' material needs, organizing 
recreational activities and employee welfare programs, and most importantly giving 
health insurance. Hence, from the above discussion, it is crystal clear that if 
organization pays utmost attention on employees welfare and well-being than 
employees automatically get attached to their work and the organization itself with 
personal interest, because they feel happy, safe and secure. We have seen that `public 
police' working hours are strenuous and hectic affecting their physical and 
psychological health. Moreover, they cannot go on leave anytime as well for longer 
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time even at the time of festivals, they remain on duty and unable to enjoy their social 
and personal life with their families and friends. Therefore, concern for their welfare 
should be the genuine first priority of every police organization. 
As far `standardization' explanation is concerned, it is given there in table 4.10 
in relation to `public police personnel'. All we can say that `standardization' if done 
properly can have a significant impact on the efficiency of employees, which results 
in increasing development and overall organizational growth. 'Public police' need to 
follow and maintain established standards either by their choice, or organizational and 
political pressure, and also in order to maintain friendly relations with the general 
public. Now preceding discussion goes towards `private security personnel'. Here 
again like the previous finding in Table-4.10 `professional management' again 
emerged as negative signification predictor in relation to 'importance attached to 
work'. `Professional Management' is essential to any kind of organization to guide, 
organize and control them. Management style has a significant influence either 
positive or negative on the work place enviromnent, depending upon the style of 
management. Therefore, `professional management' should be designed with a 
humane approach to achieve organizational goals and objectives as efficiently as 
effectively as possible. The finding showed negative impact of `professional 
management' which means that organization is dealing security personnel with 
inhumane approach, i.e., not being kind, tender and compassionate with them, that is 
why they are not attach to their work. But, organization should try their best to make 
their management style standardized by taking care of emotions and feelings of its 
employees'. It is important to mention here that if security personnel's are dealt with 
humane approach, only than they will be able to deal with community members in a 
responsible and humanitarian way. 
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Another criterion variable is that of `satisfaction of need through work' and its 
significant predictors have been highlighted in the Tables, from Table-4.12 to Table-
4.12(b). It is witnessed from the Table-4.12 that only one predictor namely 'total 
organizational climate' stand out to be the significant predictors of having 4.7% (R2 = 
.047) of variance in `satisfaction of need through work' for the group of public police 
personnel' as its F value F = 22.726 is found statistically significant beyond .01 level 
of confidence. The beta value of this significant predictor is present in Table-4.12(b) 
of coefficients under step-1 in the column beta clearly emphasized that 'total 
organizational climate' (i = .365 relative contribution in `satisfaction of Need through 
work' for the group of 'public police personnel'. The quantum of contribution is 
positive and significant far beyond .01 level of confidence. 
Table-4.12: 
Model Summary of Stepwise Multiple Regression Analysis Shows Significant 
Predictors of Satisfaction of Need through Work on Sub-Sample Group of Police 
Personnel 
Std. Error 
R Adjusted of the 
Sub-Sam le Grou Model R S uare R Square Estimate 
Public Police Personnel 1 .365(a) .133 .127 2.640 
Private Security Personnel 1 .232(b) .054 .047 .902 
2 .313(c) .098 .086 .884 
a Predictors: (Constant), Total Organizational Climate 
b Predictors: (Constant), People orientation 
c Predictors: (Constant), People orientation, Standardization 
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Table-412(a): ANOVA 
Sub-
Sample 
Group Model 
Sum of 
Squares df 
Mean 
Square F Sig. 
Public I Regression 158.370 1 158.370 22.726 000(a)  
Police Residual 1031.370 148 6.969 
Personnel Total 1189.740 149 
Private 
Security 
Personnel 
I Regression 
6.855 1 6.855 8.421 .004(b) 
Residual 120.478 148 .814 
Total 127.333 149 
2 Regression 12.480 2 6.240 7.987 .001(c)  
Residual 114.853 147 .781 
Total 127.333 149 
Predictors: (Constant), Total Organizational Climate 
Predictors: (Constant), People orientation 
Predictors: (Constant), People orientation, Standardization 
Dependent Variable: Satisfaction of Need through Work 
Table-4.12(b): Coefficients 
Unstandardized Standardized 
Sub- Coefficients Coefficients 
Std. Sample ' Model Predictors t F 	Sig. 
Group B Error Beta 
Public I (Constant) 5.722 3.794 1.508 .134 
Police Total 
Personnel Organizational .155 .032 .365 4.767 .000 
Climate 
Private 
Security 
I (Constant) 22.494 .570 39.490 .000 
Personnel People 
Orientation .287 .099 .232 2.902 .004 
2 jçppanQ_  19.888 1.120 17.754 .000 
People 
Orientation .336 .099 .272 3.408 .001 
Standardization .203 .076 .214 2.683 .008 
Dependent Variable: Satisfaction of Need through Work 
So far as the sub-group of 'private security personnel' is concerned two 
dimensions of `organizational climate viz., `people orientation' and 'standardization' 
emerged as significant predictors and shows 8.6% (R2 = .086) of variance (Table - 
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4.12) in `satisfaction of need through work' as its F value, F = 7.987 given in Table-
5.12(a) is found significant. Moreover, Table-4.12(b) of coefficient clearly highlights 
that the predictive influence of 'people orientation' and `standardization' in 
`satisfaction of need through work' are p = .272 and 3 = .214, which is positive and 
significant for beyond .01 level of confidence. 
According to the above findings, for `public police personnel' 'total 
organizational climate' has emerged as a positive significant predictor of another facet 
of `work identification', i.e., `satisfaction of need through work'. Here again this 
finding is similar to that one discussed in Table-4.10. No doubt one of the most 
important and significant characteristics of a great place is its 'organizational climate'. 
Moreover, `organizational climate' manifested in a variety of human resource 
practices is an important predictor of organizational success. Numerous studies have 
found positive relationships between positive `organizational climate' and various 
measures of organizational success, most notably for metrics such as productivity, 
profitability, satisfaction and staff retention. Public police organizational climate is 
needed to be positive in any case, because policing is the most stressful job worldwide 
and if officers do not get supportive positive work environment then their 
performances along with overall adjustment and work identification will be 
hampered. Hence, our findings also support this notion that 'organizational climate' 
of 'public police' is positively conducive for the officers. 
As shown in the findings, predictor variables `people orientation' and 
`standardization' are positively affecting the second facet of `work identification' of 
`private security personnel'. These findings are also similar to that one of Table-4.1 0. 
So, we would wind up the discussion briefly that no matter how good an employee is 
in his field, it's natural to take tension and experience stress, anxiety and few 
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difficulties at work place. Therefore, it is the prime duty of organization to recognize 
these problems and provide good orientation in relation to knowledge and training to 
make things clear and easy for the officers and this will benefits both the employees 
and the organization in return. Thus, employees feel encouraged and empowered and 
embrace the organizations' philosophy, mission and values. While in case of 
`standardization', we must say that private organizations try their best to remain ahead 
in comparison to public organizations so that they will not be criticized by any mean. 
Therefore, standards have become an integral part of every organization and are 
critical to establish and maintain a strong organization. Moreover, every organization 
should strive to create a self-sustaining culture with energy and vision to achieve 
excellence by developing and renovating organizational standards which will 
hardwire excellence into the organization and expand the organizational development. 

CONCLUSION 
The study examined the influence of 'organizational climate' along with its nine 
dimensions on the `adjustment' and `work identification' of `public police and private 
security personnel'. Hence, in the light of the whole endeavour of the present 
investigation conducted on the research problem titled "A Study of employees' 
adjustment and work identification as a function of organizational climate", following 
conclusion have been drawn which are being presented sample-wise in the same 
manner as results were described. Moreover, for showing the results at glance and 
frequency of occurrence tables (Table 5.1 and 5.2) have been prepared to summarise 
the results in nutshell. 
Total Sample: 
A look over the Table-5.1 provides the entire picture of significant predictors of 
criterion variables viz., 'adjustment' and 'work identification' 
It is evident from the S. No. 1 of the table that 'Adjustment' as a whole is 
significantly determined by two predictor variables namely, 'formalized 
communication' and `formalization' for the total sample. This is been highlighted 
dimension-wise that `adjustment' is composed of two components, i.e., 'social 
adjustment' and `emotional adjustment'. Thus, S. No. 2 of the table shows 
'formalization', `formalized communication' and `professional help' the significant 
predictors of 'social adjustment'. Likewise, S. No. 3 shows that 'centralization' and 
`formalization' are the significant predictors of `emotional adjustment'. 
Similarly, S. No. 4 of the Table-5.1 showing results at a glance highlights 'total 
organizational climate' and 'professional help' as significant determinants of 'work 
identification' as a whole for the total sample. Since, `work identification' has two 
145 
facets, i.e., 'importance attached to work' and 'satisfaction of need through work'; 
hence, S. No. 5 indicates that `importance attached to work' is found to be significantly 
determined by four predictor variables namely, `total organizational climate', 
`centralization', `standardization' and 'concern for welfare' and total organizational 
climate', `professional help', `and 'formalization' emerged as significant predictors of 
`satisfaction of need through work', as per S. No. 6. 
Table 5.1 
Results at a Glance 
S.No. Criterion variables Significant Significant Significant 
predictors for predictors for predictors for 
total sample Public police Private security 
personnel personnel 
I. Adjustment Formalized Organizational Formalized 
communication, risk taking, communication 
Formalization Formalized 
communication 
2.  Social Adjustment Formalization, Formalization Formalized 
Formalized communication 
communication, 
Professional help 
3.  Emotional Adjustment Centralization, Formalization, People 
Formalization Formalized orientation 
communication 
4.  Work Identification Total Total People 
organizational organizational orientation, 
climate, climate, Standardization, 
Professional Standardization Professional 
help, management 
5.  Importance 	Attached Total Formalization, Professional 
to work organizational Concern for management 
climate, welfare, 
Centralization, Standardization 
Standardization, 
Concern for 
welfare 
6.  Satisfaction 	of Need Total Total People 
through work organizational organizational orientation, 
climate, climate Centralization 
Professional 
help, 
Formalization 
EC f] 
Sub-sample group of Public Police Personnel; 
Table-5 results also provide a very comprehensive picture for both categories of 
'public and private security'. So far as `public police personnel' are concerned, it is 
evident that `organization risk taking' is found to predict significantly to 'adjustment' 
as a whole. Moreover, `formalized communication' is found to significantly determine 
`adjustment' as a whole and one of its facet- `emotional adjustment'. Whereas, 
`formalization' is found to determine significantly both the facets of `adjustment', i.e., 
`social adjustment' and 'emotional adjustment', as well as one of the facet of 'work 
identification'- 'importance attached to work'. In addition, 'total organizational 
climate' is found to predict significantly to 'work identification' as a whole and its one 
facet namely, 'satisfaction of need through work', While `concern for welfare' is found 
to be a significant predictor of 'importance attached to work' and `standardization' is 
emerged as a significant predictor of `work identification' as a whole and its facet- 
`importance attaches to work'. 
Sub-sample group of Private Security Personnel: 
This group of 'private security' is found to be influenced by their `formalized 
communication' with regard to their 'adjustment' as a whole and its one facet viz., 
`social adjustment'. Predictor variable `people orientation' found to determine 
significantly `emotional adjustment' `work identification' along with one facet-
'satisfaction of need through Work'. Likewise, `standardization' is found to be a 
significant predictor of `work identification' as whole as well as its one facet-
'Satisfaction of Need through Work' and in last `professional management' seemed to 
emerged as significant predictor for `work identification' as a whole and its facet-
'importance attached to work'. 
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On the basis of 'SMRA', it is found in a nutshell that out of ten predictor 
variables, six variables emerged as significant predictors of criterion variable 
`adjustment'. Among all these variables `formalized Communication' influenced six 
times to `adjustment', whereas, `formalization' five times, and `professional help', 
`organizational risk Taking', `centralization', `people orientation', one time each. 
Similarly, the second criterion variable 'work identification' was significantly 
predicted by eight predictors out of ten predictor variables. Here, `total organizational 
climate', and `standardization' influenced the criterion variable five times each, 
whereas, `formalization', `professional help', professional management', 'concern for 
welfare', and `people orientation' two times. 
In this regard, it is imperative to mention that all the predictor variables were 
found significant but they differ in their frequency in significantly predicting either of 
the two criterion variables. Moreover, predictors like ' formalized communication', 
`centralization' and `professional management' are the most negatively emerged 
predictors of `adjustment' and work identification' for both the groups. Frequency of 
each predictor variable and the detail about their negative and positive influence on 
criterion variables have already been given and discussed in the main chapter of the 
thesis devoted to `result and discussion', 
Above highlighted findings have been presented to provide results in the table 
for showings results at a glance and supporting the fact that pattern of results argue the 
importance of all significant predictors for criterion variable, To sum-up, the findings 
of the present investigation suggested that a positive multi-dimensional `organizational 
climate' is very effective for dynamic and multi-faced police organization thereby 
enhancing employees' `adjustment' and `work Identification' by properly taking care 
of the significant emerged predictors, especially which occurred in the greater 
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frequencies to influence either of the two criterion variables. In addition, organization 
should take some serious steps toward the negatively emerged variables, because like 
other predictors they are also utmost important for the overall organizational growth by 
making it healthy and efficient. 
Table 5.2 
Frequency of Occurrence 
Predictor variables Criterion variables 
Adjustment Work Identification 
Formalized communication 6 0 
Formalization 5 2 
Professional Help 1 2 
Organizational Risk taking 1 0 
Professional management 0 2 
Concern for welfare 0 2 
Standardization 0 5 
Centralization 1 1 
People orientation 1 2 
Total organization climate 0 	 5 
SUGGESTIONS 
Police organization represents the most complex social structure known today 
because of its dynamic and multi-facet nature. But, it has been found out from our 
results findings as well as what was observed and told by the security personnel during 
data collection that Indian police suffer with a number of paradoxes, procedural 
anomalies, personnel shortcoming, and behavioural deviances which have impinged 
upon their performance, functioning, efficiency, image and public relations. Therefore, 
it is the prime and legal duty of police organization to focus upon the challenges faced 
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by the police personnel with regard to their functional autonomy to bring about 
improvement in police efficiency. 
The following suggestions are put forth for the effective functioning and 
welfare of the law enforcement agencies and private security organizations: 
I) 	First of all, the population of the country is increasing at bidding speed, but the 
number of police is static even less than sanctioned position. Hence, there is 
urgent need to increase manpower for decreasing workload and extra burden. 
The number of police personnel should be according to proportion of the 
population for effective functioning. 
2) Focus upon some organizational pre-requisites like organizational 
transformation, personnel improvements, procedural innovations, behavioural 
transformation, modernization of police and most importantly decentralization 
of police functions. Public and private organizations should take care of these 
pre-requisites for successful functioning of police organization in a democratic 
society. 
3) Appropriate steps should be taken to remove barriers for easy flow of 
information and communication with higher authorities thereby encouraging the 
juniors to express themselves openly because they know much about the ground 
reality. 
4) Organization should be sensitized to understand the social, emotional, and 
economic problems of the security personnel. 
5) Defensiveness, suspicions, secrecy, cynicism, organizational deviance, 
corruption, rigid hierarchical structure, police brutalities and use of excessive 
discretionary power need to be replaced by a new police culture of democratic, 
transparent environment, and new professional values characteised by social 
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justice, due recognition of human rights and community service with deep 
human service. All this is quite important to organize the police force in a well- 
knit structure for better performance as well as to serve civilians and the whole 
community in a better way. 
6) A proper method of reward and punishment must be followed to encourage 
effectiveness and professionalism in police. Along with this, police personnel 
with innovative thinking, good knowledge and expertise should be recognized 
and trusted. 
7) Police organization should be free from any political involvement or pressure 
and Let any political influences seep into the farce so that the police will carry out its 
law enforcement duties to the fullest extent. 
8) Along with the organization, it is suggested and hoped that police personnel 
should try their best to follow organizational rules and regulations, various 
norms and procedure with proper discipline by maintaining the established 
standards of the organization, because both the parties are interdependent and in 
turn its overall impact will be healthy. 
9) Inter-personal relations between colleagues, superiors and sub-ordinates should 
be congenial by creating better and improved working conditions. 
10) As policing is the most stressful job that will hamper performance as well as 
health of the police personnel. Therefore, organization should take care of their 
daily functioning and needs with regard to work overload, extended working 
hours, no time for family and other social activities by doing suitable changes 
within the system itself. 
11) 	One more thing emerged in this study is that police force as well as private 
security is drawn from the society itself and cannot work as an isolated unites in 
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a community to achieve its objectives effectively. Hence, it's essential to have 
public involvement, confidence, and co-operation for effective policing, as, 
expecting the police to change when society itself is chained to a set of deep-
rooted beliefs is like putting the cart before the horse. 
12) Public police and private security are the two fields with similar goals but 
different approaches and sphere of influence. There is a large gulf between the 
two as the police are seen to be superior in the areas of legal powers and rigours 
training. Legal power is a major area which really separates the police from the 
private security resulting as a threat to private security domain. Therefore, 
management should work to better regulate the private security organization in 
terms of training, licensing, certification and oversight. Private security 
organizations are supposed to provide ethical standardized training to 
employees' for daily functioning as well as to assist in emergencies by giving 
additional training on the roles of armed versus unarmed positions. It is 
imperative to mention here that ethical training considers not only the action but 
also the motivation for the action. 
13) Moreover, on the basis of security personnel biographical information it is clear 
that private security personnel are less educated and get less salary thereby 
showing lack of knowledge and motivation in comparison to their counterparts' 
public police. Thus, special educational programs should be conducted on 
regular basis through a combination of standards, certification, and portability 
of credentials, and better bolster technical information and intelligence sharing 
along with a salary hike. 
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14) Private organizations are primarily accountable to their clients, thus it is the 
prime duty of management/ superiors to identify and discuss the current status 
of their private firms in relation to on-going changes, trends, and progress. 
15) It is a matter of fact that due to large number of ratio gap between the police and 
the country population, the government is aware about the role of private 
security in protecting the nation as sub-ordinates of law enforcement officers in 
one or the other way. Therefore, government should take some steps towards 
the empowerment of private security by providing them required personnel 
resources, i.e., funds, space, expertise, and power so that private sector will be 
bettor able to carry out their missions. 
16) It has been told by the public and private security personnel's that it would be 
better if both the organizations work together with full co-ordination and co-
operation through the help of protocols and guidelines so that the nation as a 
whole will benefited from the heighted effectiveness of law enforcement 
agencies and private security organizations. 
Last but not the least, in spite of their functioning in a democratic set up for 
more than six decades, the Indian police have not been able to wipe off the colonial 
stigma attached to them as this will make them old, archaic and out dated. Hence, 
police reform is too urgent to neglect, too important to delay. That is why Supreme 
Court of India which is the apex court has intervened and given its verdict on 2"" Sept. 
2006 for police reforms in India. The court ordered the state and unties to implement 
the directions either through legislation or through executive orders but the political 
nexus is so much deep rooted that states are reluctant to implement any of the following 
directions. 
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Directive One: Constitute a State Security Commission (ISSC) to : 
• Ensure that the state government does not exercise unwarranted influence or 
pressure on the police, 
• Lay down broad policy guideline and 
• Evaluate the performance of the state police. 
Directive Two: Ensure that the DGP is appointed through merit based transparent 
process and secure a minimum tenure of two years. 
Directive Three: Ensure that other police officers on operational duties including 
Superintendents of Police in-charge of a district and Station House Officers in-charge 
of a police station are also provided a minimum tenure of two years. 
Directive Four: Separate the investigation and law and order functions of the police. 
Directive Five: Set up a Police Establishment Board (PEB) to decide transfers, 
postings, promotions and other service related matters of police officers of and below 
the rank of Deputy Superintendent of Police and make recommendations on postings 
and transfers above the rank of Deputy Superintendent of Police. 
Directive Six: Set up a Police Complaints Authority (PCA) at state level to inquire into 
public complaints against police officers of and above the rank of Deputy 
Superintendent of Police in cases of serious misconduct, including custodial death, 
grievous hurt, or tape in police custody and at district levels to inquire into public 
complaints against the police personnel below the rank of Deputy Superintendent of 
'olice in cases of serious misconduct. 
irective Seven: Set up a National Security Commission (NSC) at the union level to 
spare a panel for selection and placement of Chiefs of the Central Police 
ganisations (CPO) with a minimum tenure of two years. 
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Anyway the above contention of the Apex court has not been followed as yet and the 
demand for police reform is still aired by media on day to day basis. The roles and 
function of police are in question even today. 
Besides, above mentioned suggestions I would like to include the suggestions 
gained from the public and the private personnel during data collection. At the end of 
every questionnaire a space was left blank and police personnel were asked to suggest 
as to how the functioning of the police organisation can be improved. The obtained 
suggestions are arranged in rank order (based on their frequency) and are presented in 
the Table 5.3(a) and Table- 5.3(b) given on next page: 
Table 5.3(a) 
Showing rank order of suggestions obtained from police personnel 
Suggestions from Police Personnel Frequency Rank 
A. Seniors should not abuse juniors -MI 	IIII 
B. Salary should be increased. +441 	III II 
C. Posting should be made to home or adjacent 
district only. 
4W II III 
D. Transfers should not be frequent and at the mercy 
of seniors 
1414 IV 
E. One rank and one pension scale should be applied. -4414 IV 
F. Training programmes should be modernized and 
done frequently with latest equipment's. 
444 IV 
G. When promotion is due it should not be delayed. IIII V 
H. Government should ensure the safety of family 
members of the police personnel. 
III VI 
I. Recreational activities should be encouraged and 	III 
refresh courses be made frequent. 
VI 
J. 	Employee management relationship should be 
cordial. 	— — — — 	— 
III VI 
Frequency of Suggestions from Police Personnel 
A 	B 	C 	D 	E 	F 	G 	H 	I 	1 
Statements 
Table 5.3(b) 
Showing rank order of suggestions obtained from private security personnel 
Suggestions from Police Personnel Frequency Rank 
A. Salary should be increased. !IA Ml. 
B. 	Government should provide required 	personnel HIF 	1111 II 
resources like fund power and expertise 
C. Well standardized training programmes armed vs. 4441 	III III 
unarmed positions should be conducted 
D. Allow flexible working hour to get time for other flu II IV 
social activities. 
E. Promotion should be given on the basis of once 11411 V 
performance and expertise. 
F. Welfare schemes should be put in place as well as 1111 V 
family health insurance should be provided. 
G. Views and opinions of private security personnel ml- VI 
should be considered. 
H. Educational programmes and knowledge sharing 1114- VI 
discussion should be done on regular basis. 
I. Building public private partnerships NR VI 
J. More recreational activities should be encouraged in 4II1- VI 
the organization to boost up employees morale. 
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statements 
Having gone through the present research endeavour, it is experienced that researches 
especially in the areas of behavioural sciences are on-going and continuous process as 
findings obtained today may entirely change tomorrow because of dynamic changes in 
human nature and their environment. In spite of this reality every research bears certain 
pit-falls which requires proper care in future but in all circumstances it is observed that 
men are born to commit errors and consequently behavioural science researches are 
never valid or tenable forever. Therefore, based on the results of the current study, few 
recommendations have ben penned down to improve the future research in this area: 
RECO1SIME DATIONS 
I. 	First, replicating and expanding this study to include police departments 
nationally and to expand the investigation to other law enforcement agencies. 
The expansion of this study could increase validity by allowing for a 
determination of the generalizability of current study findings. 
2. 	During the time of data collection it has been observed that stress, anxiety, 
tension and depression are the most evitable elements of police organization. 
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Therefore, these elements should be included along with organizational climate 
as a determining variable. It is because of the reason that such investigation will 
provide a more comprehensive and clear picture for determining criterion 
variables. 
3. The study should be designed in such a way that direct as well as interactional 
effect can be seen on criterion variable by using ANOVA, because sometimes it 
provides clearer picture of cause-effect relationship. 
4. Adding qualitative components to this research may lead to more accurate and 
insightful relationships between employees' adjustment, and work identification 
in relation to their organizational climate. It may also provide an opportunity to 
determine employees' adjustment and work identification dining the periods of 
recruitment, advancement, and retirement along with determining issues of 
causality in the study. 
5. Future research should also explore methods that ensure the confidentiality of 
participants while expanding on demographic variables and situational factors. 
Because in some instances, it is a mere fact that personal information needed to 
be submitted with the surveys proved to be a contributing factor in getting 
appropriate findings by generalizing them. So great caution should be taken for 
confidentiality of the participants otherwise they will remain under fears that 
one's superiors as well as researcher him/herself may have access to their 
personal information. 
6. There is a constant need for research in the work setting variables, physical 
work condition and new technology, psychological well-being, suicides, 
accident and mortality, mental health, organizational effectiveness and 
4- 
personality characteristics, alcoholism and drug abuse which are more prevalent 
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among police personnel's. It is suggested that for obtaining greater generality of 
the findings such studies must be conducted on a large sample group including 
women police personnel's. 
7. Both quantitatively and qualitatively the private security filed is less known and 
studied than public police. Therefore, it is recommended to conduct a major 
study of the breadth and depth of private security in India, including 
demographic, economic, and other measures of the private security field. 
8. Study the financial, quantitative benefits of law enforcement–private security 
cooperation to examine the benefits that accrue to the partners (in terms of 
improving operational cost-effectiveness) and to society (in terms of the value 
of preventing attacks and disasters). 
9. Conduct research on the best ways for law enforcement and private security to 
work jointly in their response to terrorism involving weapons of mass 
destruction, cyber-attacks, and attacks using new or military weapons. As, 
public—private cooperation is an important aspect—indeed, a potent 
technique—of community policing. 
10. Conduct a national, comprehensive, and multi-tiered survey of private security 
(covering, at least, private security directors, major private security vendors, 
law enforcement executives, and business leaders) to identify the extent to 
which private security is partnering with public law enforcement to prevent and 
respond to terrorism and public disorder. The purpose is to identify best 
practices, innovation, leadership, strategic planning, joint training, 
communication, information exchange, joint operations, obstacles, and critical 
infrastructure. 
CONCLUSION 
The study examined the influence of `organizational climate' along with its nine 
dimensions on the `adjustment' and 'work identification' of `public police and private 
security personnel'. Hence, in the light of the whole endeavour of the present 
investigation conducted on the research problem titled "Study of employees' 
adjustment and work identification as a function of organizational climate", following 
conclusion have been drawn which are being presented sample-wise in the same 
manner as results were described, Moreover, for showing the results at glance and 
frequency of occurrence tables (Table 5.1 and 5.2) have been prepared to summarise 
the results in nutshell. 
Total Sample: 
A look over the Table-5.1 provides the entire picture of significant predictors of 
criterion variables viz., `adjustment' and `work identification' 
It is evident from the S. No. 1 of the table that `Adjustment' as a whole is 
significantly determined by two predictor variables namely, 'formalized 
communication' and `formalization' for the total sample. This is been highlighted 
dimension-wise that `adjustment' is composed of two components, i.e., 'social 
adjustment' and 'emotional adjustment'. Thus, S. No. 2 of the table shows 
`formalization', `formalized communication' and `professional help' the significant 
predictors of `social adjustment'. Likewise, S. No. 3 shows that `centralization' and 
`formalization' are the significant predictors of `emotional adjustment'. 
Similarly, S. No. 4 of the Table-5.1 showing results at a glance highlights `total 
organizational climate' and 'professional help' as significant determinants of `work 
identification' as a whole for the total sample. Since, `work identification' has two 
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The present empirical research titled "A Study of employees' adjustment and 
work identification as a function of organizational climate" leading to Ph.D. in 
psychology has been presented in five standard chapters. Chapter-I highlights a brief 
history and description of the concept and meaning of criterion variables viz., 
'adjustment' and `work identification' followed by the only predictor variable of 
study, i.e., `organizational climate' along with the relevance of these in this modem 
world of work for improving individuallgroup efficiency as well as organizational 
effectiveness. Organization is a social unit of people that is structured and managed to 
meet a need or to pursue collective goals. All organizations have a management 
structure that determines relationships between the different activities and the 
members, and subdivides and assigns roles, responsibilities, and authority to catty out 
different tasks. Organizations are open systems and they affect as well as are affected 
by their environment. It means that along with organizational climate, human 
behaviour plays an important role in deciding the climate of the work place, thus both 
parties are interdependent. It is a fact that adjustment and work identification are the 
best indicators and determiners of organizational success because success of any 
organization mainly depends on employees' adjustment and their work identification 
with work and the organization. If employees' of the organization are not well 
adjusted and identified with their job, they are likely to show less motivation at work 
thereby not performing up to the mark. It means lack of adjustment and work 
identification as a function of their organizational climate is likely to have an adverse 
effect on organizational effectiveness and success. In view of the importance of above 
variables, the present problem of research was taken to identify the signification 
predictors, i.e., 'organizational climate' and along with its 9 dimension viz., 
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`Professional Help', `Formalized Communication', `Professional Management', 
'Organizational Risk Taking', `Standardization', `People Orientation', 
`Centralization', 'Formalization', and `Concern for Welfare' of 'employees' 
adjustment' and `work identification' in quest of making rightful organizational effort 
for maximizing employees' motivation that will subsequently lead to their effective 
work performance. 
'Employees' adjustment' is one of the criterion variables refer to an inner 
force which binds the employees' with the work where they work, We live in a work-
oriented society where larger proportion of employees' are expected to give good 
work performance. Gone are the days when work was just a typical way of earning 
money to make living. But, now with the changing world, employees' don not want to 
earn money only but want to be recognized and appreciated in one or the other way by 
utilizing their abilities, skills, and innovative ideas in social and economic enterprise 
for organizational advancement. Adjustment of employees' with their work is very 
necessary because work occupies much of the waking day of every employee, 
therefore, work provides a focal point for the development of one's way of life and 
considered as an important vehicle for total adjustment. Similarly, work identification 
— another criterion variable refer to sense of happiness, attachment and satisfaction in 
terms of employees' needs that are associated with their job. Work identification has a 
significant impact on performing duties because until and unless employees' do not 
identify themselves with the work they are doing, they will be unable to understand 
their duties and responsibilities. In other words, work identification involves 
systematic identification and analysis of what an organization is going to need in 
terms of the size, types and quality of workforce to achieve its objectives. It 
determines what mix of experience, knowledge, and skills is required and sequences 
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steps to get the right number of right people in the right place at the right time. While 
the phenomenon of organizational climate, the only predictor variable, describes 
employees' perception and understanding about one's organizational climate. It 
means that organizational climate is a set of properties of the work environment, 
perceived directly or indirectly by the employees, that is assumed to be a major force 
in influencing employee behaviour. Therefore, organizational climate is one of the 
most important and significant characteristics of a great workplace, because it serves 
as guidelines for dealing with employees'. Environment/climate measurement is very 
important to understand the working process and the living condition of the 
employees'. Organizational climate, manifested in a variety of human resource 
practices, is an important predictor of organizational success. Numerous studies have 
found positive relationships between positive organizational climates and various 
measures of organizational success. Hence, making a climate change in every 
organization is one of the core fundamental steps to beginning to create a great place 
to work. 
For carrying out the study, a rarely studied sample of security personnel was 
chosen which was further divided in to two groups, i.e., public police personnel and 
private security personnel. The objective behind choosing this sample was that in 
India most of the studies have been conducted across a range of corporate 
organizations, industries, schools and so on, apart from public sector, especially in 
relation to law enforcement agencies, particularly private security personnel. 
Although we have police force to protect us but still the need of private security arises 
due to a very big ratio gap between government force and the population of India. It 
means we have less police force to deal with the existing crime as well as to take care 
of such a huge population from security point of view. Therefore, police being 
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disadvantaged by a lack of numbers and too many pressure and demands placed on 
them emphasises the need of private security. I-Ience in such case, private security is a 
crucial component responsible not only for safety and security of individuals who hire 
them but for protecting many of the nation's critical infrastructures, medical and 
educational institutions, industries, corporate offices, residential areas as well as many 
public places. We know that police personnel are the key players to maintain law and 
order as well as peace and harmony in the society. The police are expected to be the 
most accessible, interactive and dynamic organization of any society. Moreover, we 
can see in our day to day experience that police have been criticized by the public, 
government agencies and politicians on its role and functioning. But it can hardly be 
said that police force is mainly responsible for it. Unfortunately, nobody gives a dime 
care to know about the police organization and the reasons for its poor image. 
Citizens as well as government remain ignorant of and aloof from the problems of 
police organization. However, the problems of the police run deep the design, 
structure, culture and climate of the organization, politicization of the police, 
demographic variables, general public attitude towards police, and also the stressful 
nature of the job itself are responsible for the present state of affairs and this remains 
hidden due to lack of understanding about the nature and functions of the police in the 
country. Therefore, in such circumstances and atmosphere, it becomes difficult to 
carry one's job effectively and efficiently and this will ultimately affect police 
functions/duties, morale and their work place adjustment. It is difficult to predict how 
and when the things will be favorable, although the government of India is trying to 
bring major changes in police organization, but still no drastic changes are noticeable 
In the light of theoretical and empirical evidences, the major objective of the 
present investigation was to examine the predictive efficacy and impact of 
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organizational climate on adjustment and work identification of the public and private 
security personnel. The concept of employees' adjustment and work identification and 
organizational climate itself are very important factors in the survival of any 
organization leading to overall organizational growth. Therefore, in-depth 
investigation of these two works related behavioural outcomes were undertaken as a 
function of organizational climate. In addition, the study also endeavoured to 
investigate the quantum of contribution of each significant predictor variable on 
criterion variables viz., adjustment and work identification and their numerous 
determinants. 
Having accomplished the objectives of the investigation, the researcher has 
come across the various facts, if those could have been properly managed in boosting 
adjustment and work identification of employees' at work place then these will help 
the organization to develop or create such an environment and opportunities where 
organizations may work with higher efficiency along with its employees' full support 
leading to enhanced organizational effectiveness. Employees' occupy central place in 
the organizations because they are considered as the most valuable asset contributing 
in the achievement of organizational objectives by utilizing their skills and abilities. It 
is a fact that the growth and development of an organization to a large extent depends 
upon its employees' involvement, capability to work willingly, performing well on 
their jobs, deriving satisfaction from their present job, creating congenial work 
environment, fostering work ethics, building mutual trust, imitativeness and self-
direction. Therefore, realizing these employees' significances, the organization should 
make constant efforts to monitor their most valuable human resource at work place 
and keep their involvement and adjustment high in order to reap the best from them. 
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Chapter-2 deals with the survey of literature of all criterion and predictor 
variables in the same manner and sequence as mentioned in Chapter-1. In the light of 
the survey of literature, it has been found that organizational climate along with its 
dimensions have never been studied in relation to employees' adjustment and work 
identification, particularly in relation to public police and private security personnel. 
But literature do show many studies carried out in relation to our criterion and 
predictor variables along with other organizational variables. Therefore, survey of 
literature has provided clear cut directions; hence, alternative hypotheses were framed 
for empirical investigation. It is important to mention here that in case of significant 
predictors of criterion variables the hypotheses are supposed to be rejected and in 
other case of insignificance, concerned hypotheses be treated as accepted. Following 
ten major hypotheses were framed which are as follows: 
Ho y 	Professional Help — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
Hp'' 	Formalization — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
Hai 	Professional management — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
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Ho4  Organizational risk taking — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
Hoy 	Standardization — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
H06 	People orientation — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
Ho' 	Centralization — a dimension of organizational climate will not influence 
significantly overall adjustment, its two dimensions and any facets of work 
identification as well as work identification as whole of police personnel in 
general and specifically working in public and private sector. 
1108  Formalized communication — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
Hoy Concern for Welfare — a dimension of organizational climate will not 
influence significantly overall adjustment, its two dimensions and any facets 
of work identification as well as work identification as whole of police 
personnel in general and specifically working in public and private sector. 
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H0 °  Overall organizational climate will not influence significantly overall 
adjustment, its two dimensions and any facets of work identification as well as 
work identification as whole of police personnel in general and specifically 
working in public and private sector 
Method opted in carrying out research investigation has been presented in 
Chaptter-3. The study was conducted on the police personnel that consisted of `public 
police personnel' (n,=150) and `private security personnel's' (n2=150), thus total 
sample size consisted of N=300. 
For the purpose of getting information regarding to our criterion and predictor 
variables, suitable tools were used. Adjustment was measured by the revised 
measurement adjustment inventory constructed and standardized by Pramod Kumar 
(1999), while work identification was measured by a scale developed by Srivastava 
and Dolke (1978), and for measuring organizational a scale developed by Singh 
(1889) was used. In addition, for taping information with regard to biographical 
information of the respondents, a biographical information blank (BIB) was prepared 
and used and finally with the help of questionnaires, data was collected on public 
police personnel's from various police stations, while in case of private security, data 
was collected from private security personnel's of universities, malls, corporate 
offices, hospitals and residential areas. 
After collecting the data on fore-mentioned sample by using above mentioned 
tools, the data was tabulated and analysed by using the most appropriate and befitting 
statistical technique `Stepwise Multiple Regression Analysis (SMRA)' to determine 
the significant determinants of adjustment and work identification. Multiple 
regression analysis is a convenient technique in which entire data are used. The whole 
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analyses were done with the help of SPSS — (Statistical Package for Social Science) 
which yielded results in different steps. 
The findings of the study have been presented in Chapter-4 of the thesis under 
different 12 tables. SMRA statistical technique has advantage of using the entire data 
in analysis. Therefore, on the basis of 'SMRA', it is found in a nutshell that out often 
predictor variables, six variables emerged as significant predictors of criterion 
variable 'adjustment'. Among all these variables 'formalized communication' 
influenced six times to 'adjustment', whereas, 'formalization' five times, and 
`professional help', `organizational risk taking', `centralization', `people orientation', 
one time each. 
Similarly, the second criterion variable 'work identification' was significantly 
predicted by eight predictors out of ten predictor variables, Here, `total organizational 
climate', and `standardization' influenced the criterion variable five times each, 
whereas, 'formalization', 'professional help', professional management', `concerti for 
welfare', and `people orientation' two times 
Moreover, in the multiple comparisons for the both public and private security 
personnel's groups, it was found that 'formalization' was emerged as the most 
important predictor variable for influencing the level of 'adjustment' and `work 
Identification'. Other than this particular predictors like 'organizational risk taking', 
'total organizational climate', 'standardization', 'concern for welfare', `formalized 
communication' also found important for influencing the level of the two criterion 
variables. It is also important to mention that all the above predictors were found to be 
positively influencing except `formalized communication'. 
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On the other hand, so far as private security personnel are concerned, `people 
orientation' was emerged as the most important predictor variable for influencing the 
level of `adjustment' and `work identification' followed by other predictor variables 
namely, 'formalized communication', 'standardization' and `professional 
management'. Here, `formalized conununication' and `professional management' 
found to be negatively influencing the two criterion variables. 
In this regard, irrespective of positive and negative influence, it is imperative 
to mention that all the predictor variables were found significant but they differ in 
their frequency in significantly predicting either of the two criterion variables. 
Frequency of each predictor variable and the detail about their negative and positive 
influence on criterion variables have been given and discussed in the main chapter of 
the thesis devoted to `result and discussion'. 
In view of the findings of the present investigation, researcher firmly believes 
that a realistic and positive organizational climate perceived by the employees' is 
highly helpful in positively influencing employees' overall adjustment and their work 
identification level through the use of employees' input and satisfaction ratings. It has 
also been observed that when organization is appropriate and offer required facilities 
like formal structure, size, nature, funds, staff, expertise, personnel policies and 
procedures, communication, values, employee expectations, co-cordial relations with 
co-workers, supervision style of leadership, and external and internal working 
conditions to develop sound employee-oriented climate will definitely enhance 
employees' performance by increasing employees' adjustment and identification 
level. In addition, extensive research had proved that adjustment and work 
identification does not happen in isolation, as it depends on organizational climate 
along with its various dimensions. Hence, relationship between the organization and 
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its employees is however interdependent in nature and both parties may impact on one 
another's ability to achieve positive results. Therefore, team work is must to achieve 
organizational goals. Moreover, in the light of the whole research experience and pit-
fall of the study, few suggestions and recommendations have also been given in 
Chapter-5 which may help in designing and conducting similar empirical 
investigations in future. 
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Appendix-I 
General Instructions 
Dear Sir/Respondents 
It is pleasure to meet you for the purpose of data collection in pursuit of research 
work. The purpose of present endeavor is to identity the facets of your job life important for 
enhancing job conditions and quality of life. The questions/statements in the questionnaire 
are meant to know your personal views. The success of the study will depend upon your 
honest and frank responses to each question/statement and the whole endeavor cannot be 
accomplished without your contribution. Therefore, it is hoped that you will extend you co-
operation whole heartedly in achieving the objective of the study. Moreover, I assure you 
that the information given by you would be kept strictly confidential and will be solely used 
for the research purpose only. 
Before going through the questionnaire, please see the following instructions. 
1. Answer the questions serially (i.e.) they appear in the format. 
2. If some statement appears to be similar, even then you answer each separately. 
3. It is expected that while answering you don't consult anyone else. 
4. Don't take too much time to any particular statement. 
5. Please be honest and don't hesitate. 
6. Feel free to give your frank responses. 
7. Please do not leave question/statement unanswered. 
With thanks 
Supervisor 	 Rabhia Khan 
(Dr. Shah Alam) 	 Research Scholar 
Associate Professor Department of Psychology 
Department of Psychology 	 A.M.U. Aligarh 
Aligarh 
Y 
Y 
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Appendix-III 
WORK IDENTIFICATION SCALE 
Instructions: 
Please read carefully each every question/statement below. Against each statement you 
have been provided a bracket in which you have to give your responses according to the 
degree of your agreement / disagreement. Assign 5 to the statement with which you are 
`highly agreed' and I to the statement with which you are 'highly disagreed'. And 
accordingly you may assign 4 for agreed, 3 for undecided or 2 for disagreed to the statements 
respectively. 
1. I would always cherish what I am doing. 
2. Real pleasure, if there is anything like it comes only through my work. 
3. My work can get me the recognition I want. 
4. Most of my important needs can be satisfied through my work. 
5. I have tremendous attraction for my work. 
6. I feel I am a person who has got the most appropriate work for himself to do. 
7. I attach utmost importance to my work. 
R. 	My work is the pleasant thing for me in the world. 
9. 1 feel that my life is on the right track in this work. 
10. My work and I are the right match. 
11. What I am doing is not different from my work. 
12. 1 can achieve the things that I consider important in my life through my work. 
Appendix-TV 
ORGANIZATIONAL CLIMATE SCALE 
Instructions: 
Here, some of the situations have been given below and you are requested to read all 
statements carefully and assign a number against each statement in terms of your 
satisfaction/dis-satisfaction in the manner given below: 
Give a score of `5' if you feel highly satisfied 
Give a score of `4' if you feel satisfied 
Give a score of `3' if you feel moderately satisfied 
Give a score of `2' if you feel dissatisfied 
Give a score of `1' if you feel highly dissatisfied. 
1.  Achieving goals a target set or excelling them is the main concern here. 
2.  Relevant information is made available to all those who need it, and can 
use such information for achieving high performance. 
3.  The main concern of the people here is to help each other, develop greater 
skills for the advancement of the organization. 
4.  People here have concern for one another and help each other 
spontaneously such help is needed. 
5.  Our organization has a rigid set of rules and norms which we are supposed 
to follow strictly. 
6.  Officials and employees are subjected to strict systems discipline and 
control in the conduct of their official job. 
7.  People are constantly watched for obeying all the rules pertaining to their 
jobs. 
8.  Sanctions for violating rules and procedures of the organizations are 
severe. 
9.  The job assignments in the organizations is clearly defined and logically 
structured. 
10.  Each post has clearly defined sphere of roles in legal sense. 
I1. Here rewards and promotions are given on the basis of the merit of the 
candidate. 
12.  Those who can achieve results are highly trusted. 
13.  Knowledge and expertise are recognized and rewarded. 
14.  The main concern of managers here is to develop specialized competence 
and expertise. 
15.  In the organization, people are rewarded in proposition to the excellence 
in theirjob 
16.  The specialists and experts are highly trusted here. 
17.  The organization willingly takes a change on a good idea. 
18.  The organization prefers novel than safe and sure approach. 
19.  The organization encourage general orientation towards risk taking. 
20.  The organization takes some pretty big risks occasionally to keep ahead of 
the competition. 
21.  Most of my normal daily activities in the organization have rules and 
procedures stating the way I am to perform them. 
22.  The maintenance of organizational norms and policies are the main 
criteria of success. 
23.  There are rules and regulations for handling any kind of problem which 
may arise in making most of the decisions. 
24.  Philosophy of our management emphasized human factors (how people 
feel etc.) 
25.  Management believes that if the people are happy, productivity will take 
care itself. 
26.  Employees have to ask their superiors before they do almost anything 
important. 
27.  Even for small matters higher ups are consulted for final answers. 
28.  Any job related information is communicated to employees through 
established channels. 
29.  Instructions are issued here by bosses and expected be carried out without 
delay and protest. 
30.  Union-management relations are cordial. 
31.  Management does everything to ensure the well-being of the employees. 
Appendix - V 
BIOGRAPHICAL INFORMATION BLANK (BIB) 
Please famish the following information; 
Name (optional) 	 :................................................ 
Age.................... 	 Sex............................................ 
Qualification (s) 	 :................................................ 
Designation:.......... 	 No. of promotions earned ......... 
Place of work 	 :................................................ 
Length of service:....................... 	Experience in present position............ 
Income 	 : Basic pay 	Gross Salary 
No. of dependent (s) 	 .................................................. 
Please give suggestions for the improvement of work life as well as quality of life. 
................................................................................................ 
Thank you very much 
